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Editorial 
The social dialogue 
As a follow-up to the meeting of 
the chairmen and general secreta-
ries of the member organizations of 
ETUC, UNICE and CEEP held in No-
vember 1985, two working parties 
consisting of representatives of 
these same organizations met un-
der the chairmanship of Mr M. 
Marín, Vice-President of the Com-
mission in charge of Social Affairs, 
Employment and Education and Mr 
A. Pfeiffer, Member of the Commis-
sion in charge of Economic Affairs 
and Regional Policy, respectively. 
On the occasion of a new meet-
ing of the chairmen and general 
secretaries convened by President 
Delors for 7 May 1987, we are pub-
lishing the following two joint opin-
ions adopted by the said working 
parties. The first, of 6 November 
1986, concerns the cooperation 
growth strategy for more employ-
ment and the second, of 6 March 
1987, concerns training and motiva-
tion as well as information and con-
sultation of workers. 
Joint opinion on the cooperative 
growth strategy for more 
employment 
6 November 1986 
An in-depth exchange of views on 
the economic situation and employment 
in the Community was held at the meet-
ings of the Macroeconomics Working 
Group (set up after the meeting between 
UNICE, CEEP and ETUC with the Com-
mission on 12 November 1985), and the 
Commission's annual economic report 
1986—87 was discussed. 
UNICE, CEEP and ETUC confirm 
their agreement on the basic principles 
of the Community's 'Cooperative growth 
strategy for more employment' and their 
support for the general thrust of the eco-
nomic policy proposed by the Commis-
sion in its annual economic report 
1986-87. 
They call on the Governments of the 
Member States to make a greater effort 
to ensure that the cooperative strategy 
is effectively Implemented and declare 
their willingness to cooperate. 
Full or broad agreement was reached 
on the following points: 
1. In spite of the progress made on the 
employment front, unemployment is 
still too high. Unless additional ef-
forts are made, it will not fall suffi-
ciently in the medium term. The aim 
in implementing the cooperative 
growth strategy Is to bring about a 
significant and lasting reduction in 
unemployment over a period of 
several years. In order to do this, 
more jobs must be created through 
increased investment based on im-
proved business profitability and 
reinforcing the competitiveness of 
the European economy. Public in-
vestment also has an important role 
to play in this respect, without 
jeopardizing the medium-term con-
solidation of public finance. 
2. The creation of durable jobs will be 
threatened if inflation rates are not 
kept low. A stable financial environ-
ment encourages the propensity to 
invest. Monetary and budgetary po-
licies should be managed in such a 
way as to ensure that inflation rates 
remain low or continue to fall. The 
social partners also share some 
resonsibility for containing inflation. 
3. Real interest rates should fall fur-
ther, with account being taken of the 
world economic situation and sav-
ings behaviour. The liberalization of 
capital movements should help di-
rect savings towards productive in-
vestment. 
4. The internal market must be com-
pleted rapidly. This will make it pos-
sible to release considerable 
growth potential which will reinforce 
the positive effects which the imple-
mentation of the cooperative 
strategy will have on investment and 
growth. Completion of the internal 
market should be accompanied by 
taking account of social policy and 
by the development of structural 
policies to strengthen the Commu-
nity's economic and social cohe-
sion as it is defined in the Single 
European Act. 
5. Research and development must be 
promoted so that the Community 
maintains or regains its technologi-
cal competitiveness, particularly in 
high-tech sectors. The Community 
should also encourage the imple-
mentation of the major 'mobilizing 
programmes' which are such as to 
promote growth and employment. 
6. Improving the level of skills in the la-
bour force and vocational retraining 
are important elements in develop-
ing employment and the competi-
tiveness of the European economy. 
Training costs represent an invest-
ment. Employees at every level 
should be encouraged to take train-
ing courses. 
7. The freedom of world trade should 
be maintained and developed within 
the framework of GATT. The Com-
munity has a special responsibility 
in this respect. Generally, an effort 
must be made to continue to com-
bat protectionist trends, unfair prac-
tices and escalating subsidies, the 
effect of which is to distort the con-
ditions of competition. In certain 
cases, temporary bilateral or multi-
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lateral agreements could help to 
overcome specific problems. 
8. In the framework of the cooperative 
strategy, moderate growth of real 
per capita wage costs below pro-
ductivity gains should be main-
tained for some time to come in the 
countries in which it is already prac-
tised, and it should be applied in the 
other countries. But the other ele-
ments of the strategy must be 
implemented simultaneously. This 
will make an important contribution 
to improving business profitability 
and competitiveness as well as 
speeding up the implementation of 
job-creating investment. It is impor-
tant here to highlight the link that 
exists between the moderation of 
wage costs — factor for increased 
profitability — and higher employ-
ment. 
9. Appropriate tax measures, the de-
velopment of new forms of financ-
ing, and easier access to risk capital 
can also strengthen investment and 
employment, notably in small and 
medium-sized firms. 
10. Public investment and infrastructure 
Investment have suffered under the 
process of budgetary consolidation, 
and there is at present some leeway 
to be made up here. Stronger ex-
pansion of such investment will 
make an important contribution, on 
both the supply and the demand 
sides, to achieving higher and sus-
tained growth. Such investment 
should be regarded not as a way of 
compensating for the lack of private 
investment, but as complementary 
investment undertaken in the gen-
eral interest. Its financing could be 
achieved in the framework of a heal-
thy budgetary policy through the 
restructuring of budgets and 
through the use of budgetary head-
room that already exists or will be 
created by the growth process; fur-
thermore, in a number of major in-
stances, reliance on private financ-
ing seems possible and desirable. 
In this connection, the following dis-
tinctions were made: 
(a) public investment or infrastruc-
ture investment which is profi-
table in itself but which, without 
public initiatives, would not be 
carried out at the appropriate 
time because of its scale or be-
cause of its long pay-off period 
(for example, the Channel tunnel 
and the high-speed train link be-
tween Paris, Brussels and Co-
logne); in the case of this type of 
investment, private financing can 
most easily be envisaged; 
(b) public investment or infrastruc-
ture investment which is eco-
nomically profitable in overall 
terms because it represents a 
precondition for private invest-
ment or for the development of 
certain countries or regions; in 
the case of this type of invest-
ment, on the basis of rigorous 
economic calculation, certain 
forms of cofinancing by the pri-
vate sector can be examined; 
(c) public investment intended to 
meet justified public or social 
needs; its profitability must not 
be seen solely in economic 
terms; deciding on the priority 
projects in this area is also a 
matter of political judgement; 
cofinancing by the private sector 
is more difficult to envisage, but 
not to be ruled out in all cases. 
UNICE, CEEP and ETUC are convinced 
that dialogue is an important element in 
the effective implementation of the Com-
munity's cooperative growth strategy for 
more employment. They are prepared to 
continue the dialogue, especially on 
questions not yet resolved (e.g. reduc-
tion in government spending and in 
taxes and social security contributions, 
the adaptability of financial, commercial 
and labour markets, revision of certain 
regulations, more flexible wage forma-
tion, reorganization and duration of 
working time, etc.). 
Joint opinion of the Working 
Party on 'social dialogue and the 
new technologies' concerning 
training and motivation and in-
formation and consultation 
Brussels, 6 March 1987 
Following the meeting held on 
12.11.1985 between representatives of 
the employers' organizations affiliated to 
UNICE and CEEP and representatives 
of the trade union organizations affiliated 
to the ETUC, the Commission convened 
a Working Party on 'social dialogue and 
the new technologies', which subse-
quently decided to turn its attention to 
specific topics including. (A) Training 
and motivation, and (B) information and 
consultation. 
(A) Training and motivation 
The participants In this group issued 
the following joint opinion concerning 
the part of their work related to training 
and motivation: 
1. They took the view that the process 
of introducing new technologies 
would be economically more viable 
and socially more acceptable if ac-
companied, amongst other things, by 
effective training and greater motiva-
tion for both workers and managerial 
staff, factors which, in their view, con-
stitute a genuine investment. 
To this end, every member of the staff 
of the firm, at all levels of responsibil-
ity, should be encouraged to make 
the necessary efforts at adaptation 
and training, also through personal 
commitment. 
2. They also stressed that vocational 
training — comprising basic training, 
in-service training and retraining — 
should be able to satisfy the de-
mands of workers, firms, the econ-
omy in general and of the internal 
market in particular. From this point 
of view and in the spirit of this opin-
ion, the work carried out by the Com-
mission and by Cedefop on the de-
velopment of training systems and 
their comparability needs the active 
support of both sides of industry and 
of the Governments. A system for the 
mutual recognition of qualifications 
should be rapidly introduced at Euro-
pean level. 
3. They point out that responsibility for 
basic training, whether provided by 
the education systems or the basic 
training systems, lies with the public 
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authorities.' However, in order to en-
sure greater consistency between 
training and the requirements of the 
economy and of firms and workers, 
the authorities should consult and in-
volve the social partners more than 
they do at present. 
4. With a view to the adaptation of the 
training systems, they consider that 
the social partners must actively con-
tribute towards the transition of 
young people from school to working 
life, more particularly by developing 
the Community programme of pilot 
projects. In this context, they stress 
the need to reorganize the education 
systems so as to make them more ef-
ficient — from basic training to train-
ing in advanced skills — and pro-
mote greater versatility and the acqui-
sition of basic skills required for the 
transition of young people to adult 
working life. Priority should be at-
tached to the development of a con-
tinuous process of guidance and 
counselling as well as to the training 
of trainers and to the methods of 
training needed in order to meet 
these requirements. 
5. They also consider that in-service 
training should enable employees to 
adapt swiftly and continuously to 
structural changes in the firm, and 
that the costs of such training should 
be borne primarily by the firm itself. 
Information and consultation of the 
workforce or, depending on national 
practice, of its representatives, on 
training programmes carried out by 
the undertaking, would help to In-
crease employees' motivation by 
also improving their understanding of 
the changes facing the firm.2 
6. They stress that retraining measures 
must enable employees to find work 
or another job — as set out in para-
graph 2 above — either in the same 
firm or elsewhere. It will, in principle, 
be the firm within which the worker 
continues to be employed with differ-
ent skills which will have to bear the 
cost of these measures. However, at 
the same time, they emphasized that 
the economic and social value of a 
retraining policy implies that public 
vocational training bodies should 
play a part so as to ensure a proper 
distribution of the costs, and a better 
utilization of resources. By contrast, 
the burden of retraining workers who 
no longer continue to be employed 
by the original firm will have to be 
borne by the public authorities or the 
firm which recruits them. 
7. They also took the view that in-ser-
vice training and retraining would be 
more effective if backed up by a pol-
icy designed to improve the forecast-
ing of trends as regards skills and 
employment, particularly at regional 
and local level, so as to promote con-
vergence between the respective 
aims of training and employment. 
8. As regards the implementation of a 
vocational training policy for small 
and medium-sized enterprises, a 
more detailed study should be made 
of the ways and means by which the 
specific characteristics of these un-
dertakings could be accommodated. 
9. Special attention should be devoted 
to unskilled first-job seekers, particu-
larly as concerns people under 25 
years of age and women. 
(B) Information and consultation 
Acknowledging the need to master 
and manage the changes resulting from 
the process of industrial transformation 
now In progress, so as to make them ef-
fective and socially acceptable, the 
members of the Working Party issued 
the following joint opinion on that part of 
their work which relates to Information 
and consultation in connection with the 
introduction of new technologies in 
firms. 
1. To clarify what follows, 'information 
and consultation' must be under-
stood as applying to workers and/or 
their representatives, in accordance 
with the laws, collective agreements 
and practices in force in the coun-
tries of the Community. 
2. The participants recognized the 
need to make use of the economic 
and social potential offered by tech-
nological innovation in order to en-
hance the competitiveness of Euro-
pean firms and strengthen econ-
omic growth, thus creating one of 
the necessary conditions for better 
employment and, taking particular 
account of progress In the field of 
ergonomics, for improved working 
conditions. 
3. The participants stress the need to 
motivate the staff at all levels of re-
sponsibility in firms and to develop 
their aptitude to change, amongst 
other ways by means of good infor-
mation and consultation practices. 
They consider that such motivation 
will be all the higher if all the staff 
are in a position to understand the 
economic and social need for struc-
tural and technological change and 
the potential which such change of-
fers to firms and to the workforce. 
4. The participants note that, in most 
countries of the Community and 
also in many industrial sectors, 
there exist various forms of informa-
tion and consultation procedures 
and negotiating practices. Whilst ac-
cepting the diversity of the existing 
procedures, they consider that best 
use should be made of the existing 
procedures. 
5. Both sides take the view that, when 
technological changes which imply 
major consequences for the work-
force are introduced in the firm, 
workers and/or their representatives 
should be informed and consulted 
in accordance with the laws, agree-
ments and practices in force in the 
Community countries. This informa-
tion and consultation must be 
timely. 
In this context: 
(i) information means the action of 
providing the workers and/or 
their representatives, at the level 
concerned, with relevant details 
of such changes, so as to en-
lighten them as to the firm's 
choices and the implications for 
the workforce; 
(ii) consultation of the workers 
and/or their representatives, at 
the level concerned, means the 
action of gathering opinions and 
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possible suggestions concern-
ing the implications of such 
changes for the firm's workforce, 
more particularly as regards the 
effects on their employment and 
their working conditions. 
6. Both sides consider that information 
and consultation may, in certain cir-
cumstances, require an obligation to 
observe secrecy or confidentiality in 
order to prevent any damage to the 
firm. 
The conditions relating to such con-
fidentiality and the power to with-
hold the secret or confidential infor-
mation, as also the need to provide 
timely information concerning major 
changes in the terms of employ-
ment and working conditions of the 
staff concerned fall within the scope 
of the laws, agreements and prac-
tices in force in the countries of the 
Community. 
7. Both sides state that information 
and consultation must facilitate and 
should not impede the introduction 
of new technology, the final deci-
sions being exclusively the respon-
sibility of the employer or of the de-
cision-making bodies of the firm. It 
Is understood that this prerogative 
does not exclude the possibility of 
negotiation where the parties take a 
decision to that effect. 
In order to Improve understanding 
of the new technologies, promote 
the acquisition of new skills and en-
hance adaptability, both sides ex-
press the wish that appropriate 
training for both employers and 
workers be developed. 
In this connection, both sides ex-
press the wish that the Commission 
develop ways and means of contri-
buting to this process. 
Despite their differences as to the 
appropriateness of resorting to 
Community legal instruments, both 
sides recognize that it is worthwhile 
encouraging the development of in-
formation and consultation practices 
in matters relating to the introduc-
tion of new technologies in the 
countries of the Community. 
10. Furthermore, both sides note that, 
on the basis of a variety of practices, 
adaptability and flexibility are devel-
oping throughout the Community. 
To this end, the two sides confirm 
their readiness to continue the so-
cial dialogue on the implications 
which the introduction of the new 
technologies has in the field of 
adaptability and flexibility, particu-
larly with a view to improving the 
competitiveness of European firms 
and conditions of work and employ-
ment. 
' Unless provided by lhe firms themselves. 
2 Confindustria refers here to the arrangements 
arising out of collective agreements drawn up in 
Italy. 
Part One 
Actions and guidelines 

SEDOC 
European system for the international clearing of vacancies 
and applications for employment 
Legal basis, objectives and 
achievements 
1. Set up by Regulation (EEC) 
No 1612/68 on freedom of movement 
for workers, Sedoc's task is to pro-
mote the matching at Community lev-
el of unfilled national vacancies and 
applications for employment and 
thereby give Community workers pri-
ority access to available jobs before 
they are offered to workers from non-
member countries. 
Sedoc thus expresses a unified con-
cept of the Community labour market, 
which is why the Council Resolution 
of 27 June 1980 on guidelines for a 
Community labour market policy 
states that 'the integration of the 
Community labour market should be 
fostered .. . particularly by effective 
implementation of the Sedoc sys-
tem'. 
2. The procedures underpinning the ex-
changes of vacancies and applica-
tions are essentially based on the 
'Register of occupations and profes-
sions in international exchange' 
drawn up some 15 years ago at the 
Commission's request by a technical 
group of national experts. 
The Register is in fact a dictionary in 
the different Community languages of 
some of the most common occupa-
tions — at the time — coming up for 
international clearing. A numbered 
code allocated to each occupation or 
supplementary data on the available 
vacancy or application enables the 
national Sedoc services to communi-
cate without risk of error. 
Each month, a number of unfilled na-
tional vacancies and applications are 
telexed by the Sedoc service in each 
Member State to the Sedoc sen/ices 
of the other Member States, using 
this common language and a stand-
ard layout. The distribution of infor-
mation at the beginning of each 
month is followed by two updatings 
at an interval of 10 days in each case. 
Where the initial exchange of general 
information concerning the existence 
of a particular vacancy or application 
relating to one or other occupation 
reveals an opportunity for clearing, 
the Sedoc services of the Member 
States concerned exchange further 
information concerning the vacancy 
and/or application in question, like-
wise using a standard layout and 
coded language. This is the second 
stage in the Sedoc procedure, the 
'linking' stage intended ultimately to 
lead to a meeting between employer 
and worker. Furthermore, practice 
shows that, besides these formal 
procedures, personal and direct con-
tacts take place between the Sedoc 
officials of the various Member States 
so that supplementary information 
can be supplied where necessary. 
3. In addition to exchanging vacancies 
and applications for employment, 
these services also provide bespoke 
information for workers willing to 
work in another Member State and 
for employers unable to find the 
workers they need on the national 
market. The work also frequently in-
volves the provision of vocational 
guidance and counselling. 
In order to facilitate the collection of 
the information Sedoc officials re-
quire, the Commission, in accord-
ance with the Member States, has 
adopted a 'Community plan'. It is 
composed of four parts : 
(a) general information on Commu-
nity measures concerning free-
dom of movement and social sec-
urity for workers moving within 
the Community; 
(b) general information on the host 
country; 
(c) general information and guidance 
on working conditions; 
(d) general information and guidance 
on consumer prices. 
The information under (c) and (d) is 
collected every six months, whereas the 
(a) and (b) information is collected as 
and when required at no fixed intervals. 
As regards the dissemination of the in-
formation, Article 14 (3) of Regulation No 
1612/68 lays down that the specialist 
services of Sedoc 'shall ensure that 
wide publicity is given to such informa-
tion, In particular by circulating it among 
the appropriate employment sen/ices 
and by all suitable means of communi-
cation for informing the workers con-
cerned'. 
Problems 
Certainly the results obtained to 
date by Sedoc can, in spite of the Coun-
cil's encouragement, seem modest from 
the sole aspect of the volume of vacan-
cies and applications exchanged. But it 
should be remembered that Sedoc 
started at the same time as the begin-
ning of the economic recession in 1973, 
that there is a considerable degree of 
qualitative mismatch between vacancies 
and applications and that there is very 
little mobility among Community work-
ers. Further obstacles to mobility are 
created by the language barriers, worry 
about the living and working conditions 
in the host country and uncertainty as to 
the permanency of the job — uncer-
tainty which of course is all the greater 
at a time when radical changes are tak-
ing place in economic activities and in 
job structures. 
Furthermore, should not considera-
tion also be given to the fact that the pu-
blic employment services generally con-
trol only a rather modest portion of the 
labour market and that, for the most part, 
vacancies and applications are now 
matched through other channels? 
In addition, it is true that the actual 
operation of Sedoc requires some 
changes or improvements. 
The Register of occupations, for ex-
ample, produced some 15 years ago, 
does not contain most of the new occu-
pations created by recent technological 
developments. Updating is necessary 
not only for the Community clearing of 
job applications and vacancies but also 
to achieve the objective assigned to the 
Commission and the Member States 
which is to 'establish the comparability 
of vocational training qualifications In the 
Community'. 
Indeed, in the Decision adopted in 
this field on 16 July 1985, the Council 
stated that the Sedoc Register should 
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'whenever possible, be used as the 
common frame of reference for voca-
tional classifications'. 
It should also be noted that in a 
number of cases, the Sedoc procedures 
have proved rather too slow and cum-
bersome to cope with the rapid filling of 
vacancies or finding of jobs. In such cir-
cumstances, Sedoc officials have over-
come the difficulties by making use of 
the telephone, which proves on the one 
hand that the Sedoc European network 
and a common coded language is use-
ful and, on the other, that communica-
tion by telex is often slow or inadequate. 
The only possible solution is to compu-
terize the national employment services 
and make them compatible at European 
level. 
As regards the above-mentioned in-
formation activities, much remains to be 
done to improve the regularity of the col-
lection of data on living and working 
conditions and their dissemination. 
At all events, irrespective of the re-
sults of Sedoc and the criteria by which 
these results are assessed, it should 
above all be borne in mind that the sys-
tem stands in the forefront of the practi-
cal measures to organize the Commu-
nity labour market. More precisely, it is 
currently the only existing way of ensur-
ing that Community workers enjoy prior-
ity over workers from non-member 
countries as regards access to vacant 
jobs. In this connection, it should be 
remembered that Community priority in 
access to employment is a legal obliga-
tion laid down in the rules governing the 
free movement of workers the aim of 
which is not only to encourage move-
ments of Community labour but also 
gradually to build a genuine common 
market in labour characterized by meas-
ures for the internal organization of the 
market and a common policy on immi-
gration from non-member countries. 
Community priority in access to employ-
ment as an important initial step towards 
the common market In labour therefore 
constitutes the link between the phase 
in which the basic legislation on free-
dom of movement for workers was 
adopted and that in which an active pol-
icy on the integration of the Community 
labour market is applied. 
Given the prospective completion of 
the internal market by 1992, the need to 
speed up this integration of the labour 
factor within a coherent concept of the 
development of the Community can be 
appreciated on all sides. In this context, 
priority for Community workers in 
access to employment therefore has a 
crucial role to play and Sedoc, which 
ensures that such priority is put into 
practice, merits revitalization. However, it 
should be borne in mind that it consti-
tutes only one of the measures for the 
internal organization of the Community 
labour market and will only be able to 
operate to full satisfaction when it has 
been placed in a coherent overall con-
text of other measures having the same 
objective. 
Development prospects 
The programme for the relaunching 
of Sedoc is based on such an ap-
proach. The implementation of the pro-
gramme, which began In 1986, will conti-
nue along the following lines: 
(i) Completion of the Sedoc network 
by its extension to Greece, Spain 
and Portugal in accordance with the 
provisions contained in the respec-
tive treaties to this effect. Over and 
above the long and complicated 
work of translating the Sedoc Regis-
ter of occupations and the different 
arrangements by means of which 
vacancies and applications are ex-
changed and apart from certain in-
frastructure requirements, which are 
in reality of little importance, the 
implementation of Sedoc on the ter-
ritory of a Member State depends 
first and foremost on the availability 
of qualified staff properly trained in 
the application of Sedoc proce-
dures and — In the case of officials 
of the central department — having 
the necessary knowledge of other 
languages to be able to develop 
contacts with their Sedoc counter-
parts in other Member States. In-
deed, despite the fact that much of 
the information on vacancies and 
applications is expressed in code, 
personal contacts by telephone are 
very often necessary where, in the 
event of a genuine possibility of 
placement, additional details are re-
quired by the employer or worker 
before the latter can move. 
Extending the Sedoc to a new Mem-
ber State therefore means above all 
ensuring that already qualified staff 
are available for specific Sedoc 
training. To this end, a programme 
of cooperation between the old and 
new Member States was devised 
and adopted in 1986. The pro-
gramme, which will be coordinated 
and financed by the Commission, 
provides for the training of a nucleus 
of (12) Sedoc Instructors for each 
new Member State, who in turn 
would be responsible for training 
the national Sedoc staff. Such a pro-
gramme — which is carried out 
partly in the new Member State and 
partly in one or two old Member 
States — was already carried out for 
Greece in 1986 with the collabora-
tion of the Sedoc services of the 
Federal Republic of Germany and 
Ireland with the result that Sedoc 
can finally be extended to Greece 
by 1 January 1988 at the latest, 
which is the deadline laid down in 
the Treaty of Accession of Greece. 
Programmes of the same type have 
already been drawn up for Spain 
and Portugal in 1987 although the 
deadline laid down in the Treaties of 
Accession of those countries is 31 
December 1992. 
Updating of Sedoc Register of occu-
pations by the inclusion of new oc-
cupations arising from technological 
developments which have occurred 
since the Register was first pro-
duced 15 years ago. This is a con-
siderable task which the Commis-
sion has just embarked on in close 
collaboration with the 'Sedoc' Work-
ing Party. It was decided to begin 
this work by encoding a number of 
occupations falling into the 
engineering category on the 
grounds that this category features 
quite often among vacancies and 
applications sent for Community 
clearing through Sedoc. 
Computerization of Sedoc network. 
The launching of a pilot experiment 
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involving computerized liaison be-
tween the Commission's Sedoc ser-
vices and those of the Federal Re-
public of Germany and France is 
currently being studied. Although 
the pilot experiment will initially only 
be applied in the two countries 
mentioned, it will have a Community 
character from the outset since the 
feasibility study to be undertaken 
will ensure that the system to be 
suggested for this pilot experiment 
is one which can be applied to the 
Community as a whole. The data-
processing system advocated could 
consist of a central data bank and a 
number of terminals to be installed 
firstly in the Federal Republic of 
Germany and France and subse-
quently in the other Member States. 
Vacancies unfilled at national level 
would be fed by each country into 
the central data bank in accordance 
with the Sedoc rules and proce-
dures. 
Furthermore, plans exist to use this 
computerized system experimen-
tally for disseminating the informa-
tion on living and working con-
ditions which the Member States 
are required to assemble and ex-
change regularly every six months 
in accordance with Article 14(3) of 
Regulation (EEC) No 1612/68 on 
freedom of movement for workers. 
Such a computerized system offers 
many advantages the two main ex-
amples of which are as follows: 
(a) according to the forecasts of the 
experts, the number of vacan-
cies which could be cleared 
through this system would be 
considerably higher than the 
number currently processed by 
Sedoc by means of telex; 
(b) consultation in real time as to 
vacancies available and informa-
tion on living and working con-
ditions would result in an enor-
mous time-saving. 
(iv) Broadened information on Sedoc, 
its operation, the services which Is 
offers, the existing structures, etc. A 
video film to this effect is now being 
produced as a supplementary 
source of information to the docu-
mentation already drawn up by 
some Member States. Other infor-
mation measures, intended particu-
larly for people wishing to take up a 
job in a Member State other than 
that of which they are nationals, are 
also necessary. This need for infor-
mation was also stressed by the 
Council in its Resolution of Decem-
ber 1986 on an action programme 
for employment growth. However, 
no detailed information can yet be 
provided as regards the information 
measures envisaged in this field. 
Completion of the network, compu-
terization, updating of the Register and 
information measures therefore form the 
cornerstones for the relaunching of Se-
doc as defined following close consulta-
tions with the Member States. Indeed, 
the design and first steps towards 
implementation of this programme have 
been possible, thanks, above all, to a 
permanent productive dialogue involv-
ing the Member States, the 'Sedoc' 
Working Party and the group of Direc-
tors-General of Employment. 
Without forgetting the objective lim-
itations on Sedoc (endemic unemploy-
ment in all the Member States, quality 
mismatch between vacancies and appli-
cations for employment, greatly reduced 
mobility of Community workers, etc.), it 
can now be expected that once the pro-
gramme for the relaunching of the sys-
tem has been put fully Into effect, Sedoc 
will become a dynamic tool in the ser-
vice of the citizen and an effective Instru-
ment of European integration. 
Duilio Silletti 
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Equality of treatment between men and 
women under Spanish and Portuguese law 
Second part1 
Portuguese law2 
Prior to the revolution of 1974, 
the status of women in Portuguese 
law had progressed very little. The 
Portuguese Constitution of 1933 
laid down the equality of all citizens 
before the law subject, as far as 
women are concerned, to 'restric-
tions imposed by their nature and 
the wellbeing of the family'. In 1967, 
the new Civil Code still retained the 
concept that the husband is head 
of the family and it was only in 1976 
(Decree Law 474/76 of 16 June) that 
a husband's right to open his wife's 
correspondence was abolished. The 
extent to which law rooted in patri-
archal traditions acts as an obsta-
cle to the development of the prin-
ciple of equal treatment and, even 
more so, that of equal opportuni-
ties is clear to see. One immediate 
consequence of the revolution of 25 
April 1974 and the establishment of 
democracy was an improvement in 
the legal status of women. In the 
months that followed the revolu-
tion, the law enabled women to 
gain access to all positions in the 
local civil service (Decree Law 
251/74 of 12 June), the diplomatic 
service (Decree Law 308/74 of 6 
July) and the magistrature (Decree 
Law 492/74 of 27 September). 
The principle of equality in the 
Constitution 
The general principle of equality is 
proclaimed in Article 13 of the Constitu-
tion of 25 April 1976. Various articles of 
the Constitution reaffirm this principle in 
matters relating to family life, public life, 
employment, social security and educa-
tion. 
In the employment field, there is pol-
itical readiness to progress beyond for-
mal equality. Under the terms of the 
Constitution, it is the duty of the State to 
'ensure equal opportunities in the 
choice of profession or type of work and 
the necessary conditions so that access 
to any post, work or professional cat-
egory may not be prevented or limited 
by reason of sex'. 
The purpose is to ensure genuine 
equal opportunities for women. Further-
more, the Constitution enumerates a 
number of workers' rights relating to 
conditions of employment, to be en-
joyed 'regardless of sex' and covering 
remuneration for work, the organization 
of work and the conditions in which it is 
performed as well as rest and recreation 
and the length of the working day (Arti-
cle 60). 
Maternity being recognized as an 
Outstanding social value', the Constitu-
tion guarantees special protection for 
women during pregnancy and after 
childbirth. 
Legal framework of the principle 
of equality 
As an expression of the principles 
enshrined in the Constitution, the Portu-
guese legislative framework was en-
dowed in 1979 with Decree Law 392/79 
of 20 September, which is the basic in-
strument in matters of equal treatment. 
Particular note should be taken of 
the inspiration drawn by the Protuguese 
legislation from Directives 75/117 and 
76/207 seven years before accession 
whereas some founder Member States 
of the EEC incorporated the same direc-
tives only at a very much later stage. 
According to the preamble, the De-
cree is intended to introduce rules defin-
ing the legal framework for the practical 
application of the constitutional princi-
ples to work and employment as well as 
mechanisms for ensuring that these 
rules and principles are applied. 
However, the legislators are them-
selves aware of the fact that the equality 
enshrined in the Constitution cannot be 
achieved solely through legislation. The 
social, economic and political roots of 
discrimination against women go far too 
deep but the hope is expressed in the 
preamble that the Decree will make a 
meaningful and decisive contribution to 
the abolition of all discrimination against 
women in the field of employment. 
When a comparison is made with 
the Community texts, the Decree may 
be criticized for having a more limited 
field of application than the directives, 
particularly Directive 76/207/EEC. More 
precisely, Article 20 of the Decree law 
excludes certain jobs from its field of ap-
plication. On the one hand it states that 
the employment of domestic service 
workers and home workers is governed 
by autonomous legal provisions which 
may deviate from the terms of the De-
cree law according to need and in the 
light of the particular characteristics of 
the sector concerned; on the other the 
Decree law 'will become' applicable as 
soon as possible to the State, the local 
authorities, municipal services and wel-
fare institutions as well as to people 
working in the service of the latter. 
Subject to this major reservation, 
any direct or indirect discrimination 
1 The first part, relating to Spanish law, was 
published in Social/Europe 3/86, pp 16-20. 
2 Carlos Botelho Monitz, 'Equality in law between 
men and women in Portugal' in National Re-
ports, European colloquium held at Louvain-La-
Neuve Faculty ol Law (Belgium), 22—24 May 
1985. 'Work and employment ol women in Portu-
gal' Lisbon, Ministry of Labour, 1982; Manuel 
Silva 'Employment of women In Portugal', report 
drawn up for the European Commission (V/ 
2319/82), 1982; 'Women In Portugal', Supple-
ment No 11 to Women in Europe', EEC Com-
mission, Brussels, 1982; Portugal: Status ol 
women, Commission on the Status of Women 
(Prime Minister's Office) 1985. 
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based on sex is prohibited in the fields 
covered by the Decree law, which de-
fines discrimination as 'any distinction, 
exclusion, restriction or preference 
based on sex the purpose or effect of 
which is to jeopardize or refuse recog-
nition of the enjoyment or exercise of 
the rights guaranteed under labour law'. 
Paragraph 1 of Article 9 provides for 
equal pay for equal work or work of 
equal value performed for the same em-
ployer. For the purposes of the decree, 
pay Is defined as any payment to which 
the worker is entitled under an individual 
employment contract, whether or not 
forming part of the basic wage and 
made in cash or in kind, i.e., more pre-
cisely basic pay, increments, long-ser-
vice, holiday and end-of-year bonuses, 
productivity bonuses, sales commis-
sions, travel and transports costs, over-
time or work performed on weekly rest 
days and on public holidays, meal al-
lowances, the provision of accommoda-
tion, housing or other considerations; 
Equal work is defined as work per-
formed for the same employer where 
the tasks carried out are the same or 
objectively of a similar nature. Work of 
equal value is work performed for the 
same employer where the tasks carried 
out, although different in nature, are con-
sidered equivalent when assessed on 
the basis of objective job assessment 
criteria. 
The terms in the Portuguese legisla-
tion relating to equal pay are far more 
satisfactory than those contained in 
Spanish law. 
Paragraphs 2 and 3 of Article 9 lay 
down that variations in real pay do not 
constitute acts of discrimination if they 
are based on objective job criteria com-
mon to men and women. 
Furthermore, task-description and 
job-evaluation systems must be based 
on objective criteria common to men 
and women in such a way as to exclude 
any discrimination based on sex. (It 
should be pointed out at this juncture 
that ILO Convention No 100 on equal 
pay was ratified by Decree Law 47-302 
of 27 May 1966 as recorded by the ILO 
on 20 February 1967). 
Whilst guaranteeing equality In 
access to employment, promotion and 
vocational training, the Decree law also 
allows positive discrimination in order to 
correct inequalities. Article 5 of the De-
cree law provides a practical example of 
such preference. It stipulates that it is 
the task of the State to promote, encou-
rage and coordinate vocational guid-
ance and training activities for women in 
the light of their own preferences and 
employment trends. The Portuguese 
text stipulates that 'In the implementa-
tion of such measures, priority will be 
given to the 14—19 and 20—24 years-
old age groups or certificate of compul-
sory education as well as to women 
who are bringing up children alone'. 
Such positive discrimination en-
sures that women have access to voca-
tional training courses In a percentage 
fixed annually by an order from the Min-
istry of Labour. 
Article 7 of the Decree law stipulates 
that advertisements offering employ-
ment must not embody any direct or in-
direct discrimination. Likewise, the ad-
vertising of courses may not contain any 
indication suggesting that they are spe-
cifically intended for one sex (Decree 
Law No 421/80 of 30 September). 
It follows that recruitment must take 
place exclusively on the basis of objec-
tive criteria. 
Exceptions to the rules are permitted 
only in the case of protective legislation 
or for certain specific activities. For in-
stance, access is prohibited or re-
stricted where certain types of work may 
entail a reproductive risk. The legal pro-
visions relating to such exclusions or 
limitations are intended to undergo peri-
odical review 'in the light of scientific 
and technical progress'. 
It should be mentioned here that 
Portugal has ratified ILO Convention No 
89 on night work. 
Some activities are, by their very na-
ture, Intended specifically for men or for 
women. Portuguese law lays down that 
restriction of recruitment to one or the 
other sex In work relating to fashion, the 
arts or the stage does not constitute dis-
crimination where such limitation is es-
sential to the job concerned, the value of 
which depends on whether it is per-
formed by a man or a woman. 
Portuguese law is also concerned to 
reintegrate into working life women who 
have interrupted their occupational ac-
tivity. This concern finds expression in 
the vocational guidance measures and 
the implementation of special retraining 
and further training programmes. 
As regards complaints and sanc-
tions, It should be pointed out that pro-
ceedings to enforce application of the 
rules relating to equality may be initiated 
either by the victim or, with his/her con-
sent, by the trade union organization re-
presenting him/her. 
The problem of the burden of proof, 
which the Commission departments are 
currently examining, since it is a difficult 
obstacle for any victim of sexual discri-
mination to overcome, has partly been 
settled in Portuguese law. 
Although, as a general rule, the proof of 
discrimination in matters of equal treat-
ment has to be provided by the victim, 
where pay is concerned, there is an im-
portant procedural safeguard since, un-
der the terms of Article 9(4), the burden 
of proof is reversed. The employer has 
to prove that differences in pay are the 
result of factors unconnected with sex. 
The victim has merely to indicate the 
worker or workers compared with whom 
he/she considers he/she has suffered 
discrimination. 
In order to prevent retaliatory mea-
sures by the employer in the event of a 
complaint, the law prohibits an employer 
from dismissing, applying sanctions 
against or in any way prejudicing a fe-
male worker if the latter has lodged a 
complaint alleging discrimination. The 
application of a sanction against a fe-
male employee within a period of one 
year following the lodging of a complaint 
is assumed to be abusive. Proof to the 
contrary may be produced by any legal 
means. Abusive sanctions establish en-
titlement to compensation. 
Under the terms of the law on dis-
missals (Decree Law No 84/76 of 28 
January amending Decree Law No 
372/75 of 15 July) the absence of rea-
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sonable grounds renders dismissals in- Apart from such civil compensation, criminatory situations or practices, it is 
valid. In such cases, the employer is the law lays down administrative penal- obliged first to seek the opinion of the 
obliged to pay the wages of and rehire ties. The employment inspectorate is in- Committee on Equality in Employment, 
the female worker or, should she so structed to apply the law but, where a tripartite body set up by the Decree 
wish, pay her compensation instead. there is doubt as to the existence of dis- law under the Ministry of Labour. 
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European Social Fund: Assistance for a pilot 
scheme in vocational training for young 
people in microelectronics skills 
This scheme was operated in 
Belgium by Invomec — the Indus-
trieel Vormingscentrum voor Micro-
Electronica (Industrial Training Cen-
tre for Microelectronics) in 1984 
The results achieved so far are 
described below. They have been 
taken from a report drafted by the 
beneficiary. The majority of innova-
tory programmes supported by the 
Fund include an evaluation report. 
These reports can in the future be 
transmitted on request, in abstract 
or in their entirety, to those people 
interested in a particular pro-
gramme. 
Part One: General overview 
Content, innovative nature and po-
tential for future development of the 
Invomec project. 
1. Brief description of training courses, 
specific objectives and problems to 
which the project attempts to pro-
vide a solution 
The project comprises an interlock-
ing set of specific course units (the-
ory but mainly practical) aimed at 
providing young people under 25 
with a completely new kind of accel-
erated vocational training in micro-
electronics. 
With the development of VLSI (very 
large-scale integration) chips, the 
custom design of Integrated circuits 
Is increasingly becoming an indus-
trial imperative. It has ushered in a 
genuine revolution in the design and 
manufacture of integrated circuits, In 
which the two stages of the process 
are meshed into an indivisible 
whole. In practical terms it means 
that traditional designers need re-
training in VLSI design skills as a 
matter or urgency. The ultimate goal 
of the project can be summarized 
as: establishing new vocational 
training programmes in the field of 
Integrated circuit design and pro-
duction In order to retrain conven-
tional systems designers as VLSI 
designers in the short term. 
2. Participants 
(i) Number of participants at the 
beginning and end of the 
course: 100. 
(ii) Entry level knowledge about the 
design of VLSI chips: practi-
cally zero. 
(iii) Outcome attainments: thanks to 
the completely Innovative ap-
proach, participants success-
fully redeployed their skills tow-
ards VLSI chip design. 
(iv) Employment prospects before 
the course: very dim, given the 
high level of demand for VLSI 
designers from the high tech-
nology sector. 
(v) Employment prospects after 
completion of the course: all 
participants easily found satis-
fying jobs in industry. 
The current demand from In-
dustry far outstrips supply. 
(vl) Cost per participant: 77 954 357 : 
100 = BFR 779 543. 
(vii) Cost per job: 77954357 
BFR 759 543. 
100 
3. Nature and rate of acquisition of the 
main course elements 
(a) Skills taught: 
(i) analogue techniques; 
(ii) digital techniques; 
(iii) MOS technology; 
(¡v) electronic components; 
(v) VLSI simulation techniques; 
(vi) familiarity with VAX-VMS com-
puter systems; 
(vii) practical exercises using the 
different software employed In 
VLSI circuit design, including an 
introduction to the following 
particular areas of expertise: 
data bases, diagramming, simu-
lation, layout and graphic rep-
resentation; 
(viii) the ability (through practical 
exercises) to manage data rela-
tive to VLSI chip design using 
CAD (computer-assisted design) 
and CAE (computer-assisted 
engineering); 
(¡x) familiarity (practical exercises), 
acquired through Instructor-di-
rected projects, In the use of li-
braries of standard and custom 
gate arrays. 
(b) Project methodology 
Recent years have seen the devel-
opment of crash-course training 
methods in all aspects of VLSI cir-
cuit design for those with compara-
tively low entry-level technological 
skills. The project was able to make 
use of this type of approach due to 
the hardware (basic configuration: 
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Copyright D. Malllac/R. E. A. 
colour graphic terminals, dot-matrix 
printers, plotters), applications soft-
ware for VLSI wafer design, simula-
tion and layout techniques available 
toit. 
One of the keystones of the 
methodology lies in Invomec's core 
Infrastructure, which is continuously 
hooked up to the various training 
centres via a computer network 
equipped with advanced communi-
cations facilities using dedicated 
lines leased from the Belgian tele-
com authority. The network was pur-
pose-designed for the interactive 
graphic design of VLSI chips in ac-
cordance with the training dis-
pensed from each of the remote 
centres. 
(c) Target group 
The training was structured to create 
a logical interconnection between 
the particular skills listed in para-
graph (a) and assuring that, by com-
pletion of the project, participants 
would be able to apply the new 
techniques learned during the 
course to successfully completing 
practical exercises and solving real-
life problems of the type actually en-
countered in advanced technology 
Industries and the dynamic smaller 
business. 
Generally-speaking, it would be safe 
to say that the project played a ma-
jor pioneering role, drawing emphat-
ically positive comments from train-
ing instructors, participants and 
high-tech employers alike, both 
within Belgium and its immediate 
Community neighbours. 
4. Invomec's links with outside parties 
(i) at national level: Ministry of Ed-
ucation; 
(ii) at regional level: the govern-
ment of the Flemish Commu-
nity: Economic Affairs and Em-
ployment, Continuous Training; 
(iii) Invomec maintains very close 
contacts with senior officials en-
deavouring to establish similar 
training initiatives in other Com-
munity Member States: France, 
FR of Germany, The Nether-
lands, Spain, Italy and Den-
mark. 
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5. Future plans 
(i) Further development of the pro-
ject: it would be desirable to 
add a more European dimen-
sion to the project to pave the 
way for greater cooperation be-
tween other Community Mem-
ber States and Invomec In Bel-
glum with the ultimate aim of 
assuring better integrated, more 
uniform training programmes 
and avoiding unproductive du-
plications of effort in the various 
Community countries. 
(il) Changes to the structure and 
content of the project. The most 
pressing requirement is to in-
crease the emphasis on VLSI-
chip processing and testing ac-
tivities, providing course mem-
bers with even higher quality 
'hands-on' training. 
(iii) To date, no application for fund-
ing has been made to the Euro-
pean Social Fund with a view to 
establishing an international 
project drawing participation 
from a variety of Member 
States. 
Invomec's governing bodies have 
given their official support to the 
idea of mounting Europe-wide prac-
tical actions in the near future. 
6. Towards a kind of autonomy 
(i) Invomec has already organized 
a number of training pro-
grammes for advanced technol-
ogy firms and R&D centres. 
(ii) Invomec's current infrastructure 
gives It the capability to operate 
at international level with a view 
to financing at least part of its 
activities from self-generated 
cash flow. 
(iil) In order to fully accomplish 
such a programme, however, its 
data processing facilities in the 
form of work-stations and appli-
cations packages need consid-
erable expansion. 
Part Two: Target groups 
1. Selection of participants 
(i) The innovative methodology 
applied to the interactive gra-
phic design of VLSI chips via 
computer networking also 
helped increase trainee motiva-
tion (frequent demonstrations, 
hands-on exercises on termi-
nals, design exercises, etc.). 
In general terms, the entry-level 
requirements for acceptance on 
the programme were familiarity 
with basic electronic principles, 
and the necessary degree of 
motivation, ascertained during 
in-depth personal Interviews 
with each applicant. 
(il) These selection criteria enabled 
a consistent degree of quality to 
be achieved. 
Trainee participation in training pro-
gramme development 
(i) As the entire course had to be 
designed from scratch, stu-
dents were not Involved in the 
development of the training cur-
riculum. 
(ii) However, students were given 
complete freedom of choice 
with regard to certain practical 
exercises during the course, 
and in particular, their final pro-
jects. A number of VLSI circuit 
designs were also developed 
out of this 'participatory' Infor-
mation using standard and cus-
tom gate arrays. 
Invomec's permanent interconnec-
tion via the data communications 
network described earlier ensured 
the tightest possible integration and 
coordination of all steps taken in the 
various training centres. 
The Flemish executive provided 
highly effective support in working 
closely with the organizing bodies of 
Invomec throughout the project. 
Part Three: Training content 
1. Adaptation of certain project activ-
ities 
(I) Adaptation to technological ad-
vance: this was closely moni-
tored by a number of full-time 
science and technology re-
search teams working for the 
Inter-unlversitalr Centrum voor 
Micro-electronica (inter-univers-
ity microelectronics centre). 
(ii) The inter-university micro-
electronics centre's worldwide 
contacts with universities in the 
USA, Japan and other EEC 
Member States, as well as com-
mercial sunrise industry firms, 
enabled the industry's needs to 
be accurately pinpointed and 
incorporated in the training in 
the form of demonstrations and 
practical exercises. 
2. The project content was fine-tuned 
at regular Intervals. This flexible 
capability will be further enhanced 
shortly when the project is brought 
under the wing of the inter-university 
microelectronics centre, regarded 
as one of Europe's leading R&D 
centres in microelectronics technol-
ogy. 
3. New types of job 
The project enabled 'traditional' 
electronics component designers to 
retrain as specialized VLSI chip de-
signers using computer-assisted 
design techniques. 
The project therefore met the grow-
ing demand for VLSI designers with 
hands-on training, enabling them to 
start work in firms engaged in de-
sign activities in the applied micro-
electronics field, with the absolute 
minimum of in-house training. 
4. As far as matching the training pro-
gramme to the future needs of in-
dustry Is concerned, it Is safe to say 
that the training was carried out on 
an industrial footing using the same 
computing aids (both hardware and 
software as those currently used by 
firms in the advanced technology 
sector. 
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The emphasis given to hands-on 
experience in the training pro-
gramme was also designed to help 
trainees settle down into their new 
working environments with the mini-
mum delay. 
Refresher and booster training is al-
ways available and is, in fact, a 
scheduled element of the project 
follow-up. 
Particular consideration is being 
given in this respect to the updating 
of VLSI applications software, in-
struction in the use of new VLSI 
packages, the upskilling of abilities 
In VLSI chip processing, and the in-
depth study, through practical appli-
cations, of the various problems 
raised in the quality testing of newly 
developed VLSI chips. 
Part Four: 
Information Methodology 
1. Educational innovation 
Much of the project's success can 
be put down to the use of remote in-
struction in the interactive graphic 
design of VLSI chips from 13 train-
ing centres scattered throughout the 
Dutch-speaking part of the country 
over a sophisticated computer net-
work using dedicated lines leased 
from Belgium's telecom authority, 
hooked into Invomec's own core In-
frastructure. As a training system, it 
is unquestionably ahead of the field 
in Europe. 
2. New training techniques 
The project made use of the follow-
ing training techniques: 
(i) Interactive graphic design of 
VLSI chips. 
(ii) Design work executed simul-
taneously In 13 different training 
centres using a computer net-
work and advanced data com-
munications facilities. 
(iii) The transmission speed of 9600 
bps is exactly the same as that 
achieved by designers working 
virtually next door to the host 
computer. 
(¡v) Training is emphatically geared 
towards the use of visual aids. 
(v) Practical demonstrations were a 
major component of courses. 
(vi) The training programme was in-
terlaced with very frequent prac-
tical exercises graded In 
increasing levels of difficulty, of-
fering excellent opportunities 
for individual guidance and for 
students to pace their own 
learning. 
(vii) The Invomec project also offers 
participants the opportunity to 
produce and test VLSI chips, 
providing them with hands-on 
experience in applying a variety 
of design rules. 
(viii) Simulation is also a major ele-
ment, enabling the designer to 
effectively performance-test his 
circuit, In particular by checking 
the electrical responses of the 
various components. 
(¡x) The project also stands out in 
making available to the various 
training centres involved a 
package of VLSI design appli-
cations software, together with 
a silicon foundry service. This 
infrastructure enabled students, 
using standard and custom 
gate arrays, to carry out pro-
jects using methods very akin 
to those of traditional integrated 
circuit design. 
(x) The project was instrumental in 
producing 50 VLSI integrated 
circuits with a total surface area 
of 400 mm2. 
3. New forms of vocational guidance 
In the light of the educational inno-
vations already described, and the 
new techniques used to dispense 
the training, it can be asserted that 
the project has contributed to the 
development of new forms of voca-
tional guidance. 
4. Comparison with other training 
methods 
The objective set for the training 
programme — namely to provide 
accelerated training in VLSI circuit 
design — was attained. The innova-
tory educational and technical con-
tent must be seen as crucial to ac-
celerated training in a skill as com-
plex as VLSI chip design for those 
with no particular expertise in that 
field. A more conventional, less 'in-
novative' approach would not pro-
duce the same result. 
5. There can be no question that the 
project has made a substantial con-
tribution to improving the quality of 
instruction dispensed in vocational 
training. 
Part Five: Improving 
training structures 
1. Improving teacher training 
(I) Initial training: 
The very first trainers had purely 
electronics backgrounds. They 
were therefore given crash 
courses in VLSI circuit design. 
This training was assured by In-
vomec's core infrastructure and 
was directed by university se-
nior lecturers, lecturers and as-
sistant lecturers specializing in 
various fields of microelectron-
ics: VLSI systems design meth-
ods, integrated process devel-
opment, development of new 
materials and IC conditioning. 
(ii) Continuous training: 
The project organizes regular 
intensive refresher courses for 
instructors, who are thus able to 
pass on state-of-the-art practi-
cal developments In VLSI tech-
nology to the students. Instruc-
tors can also use Invomec's ex-
isting computer network to con-
tinuously update and upgrade 
their own knowledge and skills 
with the full support of the entire 
VLSI design team. 
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2. Organizational links 
(I) The project occupies a dynamic 
coordinating position between 
the educational and vocational 
training services and industry, 
acting as a prime mover in the 
vertical integration of the three 
sectors. 
(ii) Since the Invomec project is 
geared towards training for 
emerging occupations, all the 
social partners are evidently ac-
tively involved in the initiative 
through their representation on 
the Flemish committee for con-
certed economic and social ac-
tion. 
(¡ii) Through its integration into the 
inter-university microelectronics 
centre, enabling to tap the ben-
efits of the pioneering work ac-
complished by the scientific di-
vision of the R&D laboratory — 
and hence continually realign 
its training programmes to take 
account of new technological 
advances — Invomec maintains 
close working relationships 
with a variety of R&D laborato-
ries, universities and advanced 
technology companies in the 
United States, Japan, Europe 
and Belgium. 
Official recognition for the Invomec 
training programme 
(i) The Belgian Ministry of Educa-
tion has granted the 'VLSI de-
signer' certificate officially re-
cognized status. 
(ii) The project meets all industrial 
and scientific standards cur-
rently applicable to the design 
of VLSI circuits. 
(iii) The integration already de-
scribed has given the training 
programme the flexibility neces-
sary to adjust rapidly to all 
changes In industry standards, 
which constantly raise the level 
of qualifications required of fu-
ture students. 
Proposals for future training 
programmes 
The immediate plan is to introduce a 
number of innovations relative to 
VLSI integrated circuit design, in-
cluding: 
(iv) 
the teaching of state-of-the-art 
developments in VLSI design 
methods, including intensive 
training through practical exer-
cises; 
instruction and intensive train-
ing in the use of new, high-pow-
ered VLSI applications software 
for the production and testing of 
VLSI integrated circuits; 
as far as course content is con-
cerned, greater emphasis will 
be laid on the know-how of cir-
cuit production, and actual cir-
cuit manufacture, including the 
testing of manufactured circuits; 
as regards the hardware made 
available to the 13 training cen-
tres, an increase is required in 
the installed number of Intelli-
gent workstations. This devel-
opment — which ¡s a commit-
ted step forward — needs to be 
closely monitored, notably with 
a view to the future develop-
ment of Invomec's core infras-
tructure. 
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Company business 
A battery of recent Community 
instruments has both shed light and 
put more detail on the preparatory 
stages leading to the completion of 
the single internal market by 1992. 
The issues around which the ac-
complishment of the internal mar-
ket revolves are both daunting and 
absolutely fundamental. They in-
clude the stimulation of economic 
recovery; harnessing not only cur-
rent technological changes, but 
also controlling their impact on 
methods of production of goods 
and services as well as living and 
working conditions; increasing the 
competitiveness of Community bu-
siness without distorting fair 
competition, and combatting the 
unemployment which has now be-
come endemic in Europe. All due 
allowance made, the strategies de-
vised to meet those challenges can 
be said to be linked by a single 
common thread: the key role con-
ferred on European business and 
its capacity to adjust, and, conse-
quently, on its core component: the 
economically active population — 
human resources. 
In this light the Commission 
adopted, on 14 January 1987, a Com-
munication on adult training in firms 
(doc. COM(86) 780 final). This docu-
ment, which at the present stage should 
be regarded as a memorandum or 
'Green Paper', stems directly from the 
conclusions of the Council of Social Af-
fairs Ministers of June 1986 and the 
Resolutions of the Council of June 1983 
concerning vocational training policies 
for the 1980s and vocational training 
measures relating to new Information 
technologies. It has also grown out of 
the conclusions drawn by the Presi-
dency at the meeting of the European 
Council In London on 5 and 6 Decem-
ber 1986, stressing the importance of 
Community actions on unemployment 
directed particularly towards encourag-
ing better quality vocational training for 
young people and adults. It also offers 
an initial response to the Council Reso-
lution of 11 December 1986 assigning 
the Commission the task of implement-
ing the actions advocated by the Lon-
don European Council. 
This latest Communication inter-
locks with other Community texts aim-
ing to foster economic and social regen-
eration, and is designed to operate in 
harness with, and broaden the scope of, 
a number of programmes running in the 
field of technology (see annexed list). In 
some senses, It could be thought a 
shade ambitious In seeking to provide 
complex and varied answers to the 
whole panoply of problems faced by the 
mass of European businesses. 
The counter-argument to that is that 
the document concentrates rather on 
the challenges, problems and future 
possibilities that those companies may 
share, irrespective of their size or busi-
ness-base, going on to map out broad 
solutions which, if not universally appli-
cable, can at least be moulded to fit par-
ticular circumstances. Additionally, the 
Commission Is also encouraging the 
economic actors involved to focus spe-
cial attention on the particular growth 
and adjustment problems of smaller 
businesses and, through that, on parti-
cular problems facing continuing train-
ing. 
The criticism could also be levelled 
at the Communication that it deals only 
with a comparatively secure and limited 
segment of the total population, failing 
to address itself to the real problems of 
the labour market. And yet the decision 
to focus on working adults In no way im-
plies that unemployed and/or job-seek-
ing adults have slipped off the priority 
list. Nothing could be further from the 
truth. But the individual firm — irrespec-
tive of size or type — Is still where the 
production of goods and services 
mainly resides, and the workers con-
cerned (white- and blue-collar) are the 
core of the labour force. The wage-earn-
ing population, moreover, which is eas-
ily identifiable and not alienated either 
from economic or social life, is directly 
affected by the changes wrought by new 
technologies on work organization: they 
therefore have a personal stake in any 
innovatory approach — and training is 
one facet of that — to turn the work-
place into a forcing ground for the emer-
gence of new skills. In conclusion, it can 
also be assumed that both business 
and workers will provide the stimulus for 
getting any broader basic and continu-
ing training actions off the ground. 
Training actions In all Member 
States are increasingly geared towards 
specific economic ends, irrespective of 
the groups at which they are aimed. This 
change of approach is typified in in-
stances where economic goals and 
training alms are meshed together in a 
single programme. Continuing training 
schemes will only be a viable medium-
term proposition if, in the final analysis, 
business perceives an economic value 
in them and if they contribute to easing 
employment conditions — be it by pre-
serving existing jobs, creating new ones 
or contributing to occupational mobility. 
The other side of giving continuing 
training in firms is that such training can 
only realize its full potential if it is viewed 
from the outset as an investment in in-
tangible assets tightly linked In with an 
overall growth strategy, Itself defined as 
part of the integrated forward planning 
of all the company's factors of produc-
tion. 
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This general approach has attracted 
broad consensus from all the economic 
actors concerned: employers, workers, 
trade and professional organizations 
and public authorities. 
The Commission will be pressing 
ahead with consultations on the matter 
throughout 1987, not only with the Euro-
pean Parliament and the Economic and 
Social Committee, but also with all 
those directly or indirectly affected by 
continuing training schemes. These 
consultations, largely based on the 
groundwork already done by Cedefop, 
will be targeted more specifically at both 
sides of industry at national, as well as 
at Community level. 
The successful outcome of the top-
level discussions recently held between 
the social partners — the so-called 'Val 
Duchesse talks" — assume particular 
importance in this context for future 
Community action. For the fact that gov-
ernments may encourage, if not posi-
tively stimulate, an innovatory policy of 
continuing training for workers in no way 
suggests that implementation of such a 
policy should be confined to an em-
ployer/government dialogue from which 
workers and their representatives are 
excluded. Negotiations between man-
agement and labour have a direct im-
pact on the world of work, including vo-
cational training matters. Any efforts 
made to improve the provision of conti-
nuing training for workers is doomed to 
failure if employees see no reason to 
support it. 
The Community action proposed in 
this Communication could be structured 
around three objectives: exploiting the 
experience gained with a view of trans-
fer and dissemination, developing new 
products and methods of training, pro-
moting the development of new in-ser-
vice training practices. 
see: Social Europe 2/87 p. 10, joint opinion of 
the Working Party 'Social dialogue and the new 
technologies' concerning training and motiva-
tion, and Information and consultation — Brus-
sels 6.3. 1987. 
23 
SOCIAL EUROPE 
Taking account, in this context, of 
the experience gained from current ac-
tivities, especially the interventions of 
the European Social Fund, and greater 
exploitation of this experience — three 
additional fields of action may be iden-
tified: 
(i) provision of support for setting up 
integrated training operations; 
(ii) an increase in the number of part-
nerships between firms and trainers 
In order to create new products; and 
(iii) support for the development of train-
ing systems on an individual basis. 
On the basis of the conclusions that 
the Council, the European Parliament 
and the Economic and Social Commit-
tee draw up, the Commission after due 
consultation with the two sides of Indus-
try and other bodies concerned will take 
the Initiative towards the end of 1987 of 
submitting a proposal to the Council for 
a Community medium-term action pro-
gramme which should be implemented 
during 1989. 
Annex 
(1) See In particular: 
(I) the Commission's annual economic 
report for 1986-87 (doc. COM(86) 
530 final); 
(ii) 'aspects of living and working con-
ditions' (doc. COM(86) 779 final); 
(¡ii) 'local employment initiatives to com-
bat unemployment' (doc. COM(86) 
784 final); 
(iv) 'vocational training measures relat-
ing to new information technologies' 
(OJ C 166 of 26.6.1983) and the 
Eurotecnet programme of work 
1985/88 (doc. COM(85) 167 final); 
(v) the Council Decision applying the 
Comett programme (OJ L 222 of 
8.8.1986); 
(vi) the Council Decision on the com-
parability of vocational training quali-
fications (OJ L199 of 31. 7.1985); 
(vii) the action programme on the train-
ing and preparation of young people 
for adult and working life. 
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The Comett programme 
Call for applications in first operational year 
The European Community action 
programme for education and train­
ing for technology — the Comett 
programme — enters its first op­
erational year in 1987. The Commis­
sion has now issued a Guide for 
Applicants for that first year. This 
article describes the objectives and 
content of the Comett programme 
and gives information on how to ap­
ply. 
Comett is concerned with ad­
vanced level training for technol­
ogy. This means predominantly 
technology and technology man­
agement but also all fields of train­
ing fundamentally affected by tech­
nological change. Finally approved 
by the Council on 24 July 1986, this 
programme will run for three oper­
ational years 1987—89 and has the 
following objectives: 
(I) to bring a European dimension 
to university-enterprise cooper­
ation in training related to the 
new technologies; 
(ii) to promote joint university-
enterprise development, both 
within and across Member 
States, of training programmes 
at advanced level; 
(iii) to improve the supply and level 
of such training at local, re­
gional and national levels. 
Comett will focus on five inter­
related strands of actions designed to 
support enterprises and universities: 
Strand A: 
The development of university-
enterprise training partnerships 
(UETPs) within a European 
network 
These UETPs are cooperative ven­
tures between universities and enter­
prises at local, regional, national or inter­
national levels which are designed to 
meet training requirements for highly 
qualified manpower on a structured and 
coordinated basis. Such consortia 
would typically engage in training ac­
tions of the type foreseen in the other 
strands of Comett. 
Strand B: 
Transnational exchanges of 
students and personnel 
These exchanges are of (a) students 
into enterprises in another Member 
State, (b) of university staff into enter­
prises in another Member State, and (c) 
of the staff of enterprises into universi­
ties in another Member State. In all 
cases, the objective of such exchanges 
is to reinforce the transnational charac­
ter of the person's training or of the 
training activities of the organizations 
concerned. 
Strand C: 
Development and testing of joint 
university-enterprise projects in 
the field of continuing education 
These continuing education initia­
tives must be transnational in nature 
and will take two broad forms, namely: 
(a) the design, development, and testing 
of training materials/packages directed 
at highly qualified personnel, and (b) 
short intensive courses of high level 
aimed primarily at the dissemination of 
R&D results within universities and en­
terprises. 
Strand D: 
Multilateral Initiatives for the 
development of multi-media 
training systems 
This strand is to assist in ensuring a 
European-wide exploitation of the new 
technologies as Instruments to improve 
the quality and delivery of advanced 
level training. As such, it is intended to 
contribute to the development of an 
overall plan for distance and open learn­
ing systems at European Community 
level. 
Strand E: 
Complementary information and 
evaluation measures 
Measures under this strand are in­
tended to assist the Commission in 
building up a strong process for the ex­
change of ideas and experience within 
the Community, and for the transfer and 
dissemination of good practice. This 
strand will also support measures to as­
sist in the overall evaluation of Comett. 
The financial support available from the 
Community is as follows: 
Maximum 
Strand Community Maxima operating 
proportion (ECU) 
A 
Β 
C 
D 
50% 
42% 
50% 
50 000 per UETP 
per annum 
4 000 per studenl 
placement 
12 000 per fellow­
ship 
30 000 per short 
intensive course 
500 000 per train­
ing materials pro­
ject 
400 000 per pro­
ject 
It should be noted that the Commis­
sion is not at this stage inviting applica­
tions under Strand E. 
In order to assist applicants, the 
Commission has published a Guide for 
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Applicants for the first operational year. 
This Guide is available In all Community 
languages and Is available from the con­
tact address at the end of this article. 
The key points for applicants are the fol­
lowing: 
assist the Commission in the implemen­
tation of the programme. Its address Is 
given at the end of this article. 
DK 
Comett­Kontoret 
Akademiet for de tekniske Videnskaber 
Lundtoftevej 266 
2800 Lyngby 
Tel: 2 ­ 8 8 13 11 
Deadlines 
There are two application deadlines in 
1987: 31 March 1987 and 1 July 1987. 
Who to apply to? 
Applications must be made on the offi­
cial forms (included in the Guide for Ap­
plicants) and sent directly to the Com­
mission. The address is given In the 
Guide. 
Who decides? 
The Commission is responsible for de­
cisions on applications and will be as­
sisted in its assessment of applications 
by appointed experts. The Comett Com­
mittee — which was established by the 
Decision on Comett — has the right to 
express its view on any project where 
the Community contribution is more 
than 100 000 ECU. 
When are decisions taken? 
The Commission hopes to arrive at de­
cisions on the first round of applications 
by mid­July 1987 and on the second 
round by mid­October 1987. 
When can the money be 
used? 
Finance under Comett will operate on 
an annual basis and not multiannually. 
Those who receive Comett funding in 
1987 will be able to use that funding for 
the period up to 15 December 1988. 
How to get further 
information? 
There is a Comett information point in 
each Member State which can assist 
those seeking further information. The 
full list of information points Is given at 
the end of this article. 
Additionally, the Commission has esta­
blished a Comett Technical Assistance 
Unit In Brussels, which can assist in the 
provision of information and which will 
Contact Address: 
Comett Technical Assistance Unit 
13 rued'Egmont 
B­1050 Brussels 
Tel.:(322)512 91 83 
Fax:(322)51219 29 
Centre D'information Comett / Comett 
information centre / Comett­lnforma­
zions Zentrum / Comett informatie cen­
trum / Cometts Informations­Kontor. / 
Centro de información Comett / Centro 
d'informazione Comett/ Centre de infor­
mações Comett / ΚΕΝΤΡΟ ΠΛΗΡΟ­
ΦΟΡΗΣΗΣ Comett 
Β 
Dhr. Raymond Totte, Directeur­Generaal 
Bestuur Hoger Onderwijs en Weten­
schappelijk Onderzoek 
Ministerie van Onderwijs 
Manhattan Center, Toren 2 
Kruisvaartenstraat, 3 
Β ­ 1210 Brussel 
Tel: 219 18 80 
Mr André Philippart, Directeur de la 
Recherche Scientifique 
Direction­Générale de l'Enseignement 
Supérieur et de la Recherche Scienti­
fique 
Ministère de l'Education Nationale 
Cité Administrative de l'Etat 
Rue Royale, 204 
B ­ 1010 Bruxelles 
Tel: 210 55 64 
D 
Arbeitsgemeinschaft 'Comett' 
Deutscher Akademischer Austausch­
dienst — Daad 
Carl­Duisberg­Gesellschaft EV ­ CDG 
Kennedyallee, 50 
D ­ 5300 Bonn 2 
Tel: 0228/8821 
Telex: DAAD BGO 8/85515 
Cerconett (Comité Español del Pro­
grama Comett) 
Dr R. Lopez De Arenosa 
Secreraria de Estado de Universidades 
e Investigación 
Ministerio de Educación y Ciencia 
Serrano, 150 
E ­ 28006 Madrid 
Tel: 411 5414,411 54 62 
Telex: 45903,46945 
F 
Assemblée Permanente des Chambres 
de Commerce et d'Industrie 
Direction Formation Emploi 
Programme Comett 
45, avenue d'Iena 
F­75116 Paris 
Tel: 47 23 01 11 
Telex:APCCI610 396F 
VoletB 
Association Française pour les Stages 
Techniques à l'Etranger (AFSTE) 
101, Bd. Raspati 
F ­ 75006 Paris 
Tel: 45 44 52 03 
Assistance Technique pour le Montage 
des Projets 
Agence Nationale pour le Développe­
ment de l'Education Permanente (ADEP) 
Programme Comett 
ADEP Mont d'Est le Central, 430 ­
boite 124 
F ­ 93194 Noisy le Grand Cedex 
Tel: 43 04 98 76 
UK 
Mr Richard Faith/Department of Educa­
tion and Science 
Elizabeth House 
York Road 
London SE17PH United Kingdom 
Tel: 934 96 53­54 
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GR 
'Comett Info Office' 
Mme Valia Kousvelary­Massoura 
Mr Raphael Koumerl 
Ministry of Industry, Energy and Tech­
nology 
14, Messogion St. 
Athens Greece 
Tel: 778 28 89,778 29 51 
Telex: 215811 YBIO GR 
/ 
Professor Remo Rossi 
Direttore del Centro di Calcolo 
Elettronico/CINECA 
Universita di Bologna 
Via Magnanelli 6/3 
I — Casalecchio di Reno (Bologna) 
Tel: 39 51 576541 
Telex: 226 333 CINECAI 
IRL 
NBST (National Board of Science and 
Technology) 
Shelbourne House 
Shelbourne Road 
Dublin 4 Ireland 
Tel: 683 311 
Telex: 30327 NBST El 
Mr Yves Oestreicher 
LUX INNOVATION 
7, rue Alcide de Gasperi 
L — 1615 Luxembourg 
Tel: 43 62 63 
Telex: 2784 SIDLUX LU 
NL 
Mr J. E.Hagen 
Netherlands Universities Foundation for 
International Cooperation (NUFFIC) 
P. 0. Box 90734 
NL ­ 2509 Ls DEN HAAG 
Tel: 50 26 81 
Telex: 33565 NUFIC NL 
Conselho de Cooperação Unlversi­
dade­Empresa 
Av. 5 de Outubro, 107 1.0 
Ρ ­ 1051 LISBOA Codex 
Tel: 76 82 87 
Telex: 18428 EDUCA Ρ 
VoletB 
Engo Mario Vincente 
Instituto de Apoio as Pequenas e 
Medias Empresas Industrias 
Rua Rodrigo da Fonseca, 73 
Ρ­1297 LISBOA CODEX 
Tel: 56 02 51,56 04 73 
Telex: 15657 IAPMEl Ρ 
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The training and preparation of young people 
for adult and working life 
The European Community 
needs to put the highest premium 
on investment in its young people, 
their skill, versatility, sense of initia-
tive and their ability to leam to 
cope with change. They represent 
the vital human resources for 
growth and prosperity in the Com-
munity of tomorrow. There are to-
day over 53 million young people 
aged 14—25 in the enlarged Euro-
pean Community, Spain adding 6.5 
million and Portugal nearly 1 million 
to the previous figure of 46 million. 
While many young people are 
following programmes of education 
or training or are in a job, the unem-
ployment rates remain depressingly 
high; about 1 in 4 for young men 
and 1 in 3 for young women. The 
overall national unemployment 
rates for young people have not im-
proved, in most cases, since 1983. 
Although the demographic trends 
may be helpful for most Member 
States, since the number of 15—25 
year olds in the Community will fall 
by 25% by the end of the century, 
the national youth unemployment 
statistics conceal the existence of 
areas where the rates are twice or 
three times as high. The personal 
tragedy of so many wasted lives 
apart, the Community cannot, and 
must not, accept the continuing 
loss or underutilization in the 1990s 
of those who will form so large a 
part of its adult working population. 
Although progress in the educa-
tion and training field is not a pana-
cea for combatting youth employ-
ment, and recognizing that this 
contribution must be seen as part 
of a comprehensive response to 
the employment situation, the 
Commission considers that invest-
ment in training is a vital factor in 
future social and economic devel-
opment. In this context, the effec-
tiveness of vocational education 
and training opportunities provided 
for young people is a decisive fac-
tor in creating the conditions for 
their participation in continuing ed-
ucation and training throughout 
their adult working life. 
In order, therefore to raise the 
standard and quality of training pro-
vision throughout the Community, 
the Commission adopted on Febru-
ary 1987 a Communication and a 
draft Council Decision to set up a 
new programme on the training and 
preparation of young people for 
adult and working life. 
The Commission has a long history 
of concern for the problems facing 
young people in their transition between 
the world of school and the world of 
work, problems that became more acute 
through the early 1980s, as youth unem-
ployment continued to rise. From the 
early beginnings of the first programme 
on the transition of young people from 
school to working life, the 1980s saw the 
transformation of this programme Into 
the setting up of highly developed pilot 
projects. The experience gathered 
through this second programme, on 
which an interim report was adopted by 
the Commission in December 1985', 
has served as an important source of 
guidance for the drawing up of the cur-
rent proposals. 
In terms of policy developments, the 
end of the 1970s saw the Council 
stressing the importance that should be 
attached to linking training with work ex-
perience for young people, an issue be-
coming more important in some Mem-
ber States as the number of traditional 
apprenticeships lessened with the de-
cline In Europe's manufacturing indus-
try. On the basis of a major policy docu-
ment from the Commission on the sub-
ject of vocational training policies for the 
1980s, the Council returned to the issue 
of youth training in its Resolution of 11 
July 1983, inviting Member States to en-
sure that all young people who so 
wished could have access to at least six 
months and if possible one year's voca-
tional training following compulsory ed-
ucation. 
This commitment had already been 
met in most Member States and in 
some exceeded, by the time the Com-
mission issued its progress report in 
May 19862. It was considerably less 
clear however, how far existing pro-
grammes for young people adequately 
covered all regions, catered for the more 
disadvantaged and provided equal op-
portunities for young women. 
The increase in the number and var-
iety of programmes available to young 
' Interim Report from the Commission to the 
Council, COM(85) 767 final, 23.12.1985. 
! Youth training in the European Community. 
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people carried with it the inevitable cor-
ollary that young people found difficulty 
in tracing their way through a maze of 
provision, often without adequate guid-
ance and information. 
The Commission took the opportu-
nity in International Youth Year to draw 
up a balance sheet of activities present 
and proposed in favour of young peo-
ple'. The same year saw the presenta-
tion by the Commission to the Council 
of the Comett programme setting up 
university/industry links in training for 
new technologies, the Erasmus pro-
gramme to increase student mobility in 
the Community and the YES proposals 
to encourage youth exchanges in the 
Community. 
Also in International Youth Year, 
stressing the theme 'participation', the 
Commission, with the then Luxembourg 
Presidency, brought together a group of 
projects where young people have been 
involved in the provision of information 
and training for their age-group. The ef-
fectiveness of these projects both in 
providing information in an acceptable 
form and In equipping the young people 
involved in its production with skills and 
experience has led the Commission to 
place its continued support for young 
peoples' projects in the context of its 
new action programme. 
The new programme is based es-
sentially on the need to assist the Mem-
ber States in the implementation of the 
further commitment to young people 
given by the European Council, meeting 
in Milan in 1985, when it adopted the 
Adonnino Committee's report on a 'peo-
ple's Europe', which invited Member 
States: 
'to do their utmost within national 
policies, whenever possible in associa-
tion with enterprises and social part-
ners, to ensure that all young people 
wishing to do so receive one year's, or if 
possible two years' vocational training 
in addition to their compulsory educa-
tion'. 
This commitment represents, for 
some Member States in particular, a 
considerable advance on existing provi-
sion. The Commission's intention in set-
ting up its new action programme is to 
set policy objectives for the implementa-
tion of this commitment and to assist 
Memorandum for International Youth Year. 
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the Member States in achieving these 
objectives. The Community has a parti-
cularly important role to play In evaluat-
ing and transferring experience, particu-
larly from those Member States where 
school leavers already have access to 
two years vocational training, and in as-
sisting those for whom the Milan com-
mitment represents greater changes. 
The major theme of the Commis-
sion's action programme is the need for 
a better coordination of provision for 
young people between all the authori-
ties concerned, in the fields of educa-
tion, training and guidance, and all sec-
tors of the economy, both public and 
private. 
The period of transition between the 
end of schooling and entry into stable 
employment Is often long and lengthen-
ing for the majority of young people In 
the European Community. There is no 
single point of transition but rather an in-
creasing multiplicity of exit and re-entry 
points which have to be negotiated by 
young people. Moreover, there are dif-
ferent types of institutions and organiza-
tions providing vocational education, 
training, guidance or work experience 
according to the particular point in the 
process reached by the young people 
In question. It has to be recognized that 
the vocational education and training ar-
rangements in most Member States are 
somewhat fragmented, as different gov-
ernment departments with overlapping 
responsibilities in the training field have 
developed temporary or crash pro-
grammes for young people In recent 
years. The need for closer cooperation,-
even coordination, between them has 
become widely established and the 
Commission has In recent years drawn 
the attention of national authorities to 
the weaknesses inherent in fragmented 
and uncoordinated provision. 
Increasingly there is evidence of 
wider recognition of the need for new 
partnerships in mobilizing the various 
education, training and counselling re-
sources available to young people in a 
more coherent, and transparent form 
which can also secure the wider partici-
pation of young people in the pro-
grammes on offer. These partnerships 
should not simply involve public authori-
ties, but also link up the wide range of 
other agencies and Interests, especially 
at local level, both private and voluntary. 
There Is scope for such partnerships to 
be developed further between national, 
regional, and local authorities, in accord-
ance with the specific dynamics and tra-
ditions of each Member State, particu-
larly with regard to the active role of the 
social partners, so that this commitment 
to mobilization of all available resources 
becomes a reality at all levels. Greater 
public understanding of and commit-
ment to the training systems, through 
active participation in this process will 
also help raise standards and secure 
the necessary support for further invest-
ment in vocational education and train-
ing. Parents and the social partners 
have a special role in this respect. 
To improve and stimulate this coor-
dination, the Commission proposes to 
establish a European network of part-
nership initiatives In vocational educa-
tion and training and to carry out a 
range of supporting activities aimed at 
improving the quality of training provi-
sion and ensuring that young people fol-
lowing training courses have access to 
recognized qualifications. 
The nine-point plan of action to be 
implemented by the Commission can 
be summarized as follows: 
(a) the launching of a European net-
work of training partnership initia-
tives linking projects from the differ-
ent Member States; 
(b) technical assistance In the voca-
tional education and training field; 
(c) comparative research on vocational 
education and training issues; 
(d) co-sponsoring of surveys on youth 
training programmes and their effec-
tiveness; 
(e) review of evolution of vocational 
qualifications; 
(f) support for Innovative information 
projects on the transition to adult 
and working life which involve 
young people In their planning, or-
ganization and implementation; 
(g) support for youth initiatives to en-
courage the development of entre-
preneurial skills, responsibility and 
creativity amongst young people; 
(h) exchange of training specialists; 
(i) regular dialogue and reviews be-
tween policy makers and the social 
partners of the implementation of 
the Council decision. 
The Commission will thereby, In or-
der to complement and back up the 
measures taken by Member States, 
continue with its activities to encourage 
innovation and the qualitative improve-
ment of vocational education and train-
ing systems. 
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Statement on drugs 
The numbers of those taking ille­
gal drugs — particularly heroin and 
cocaine — has risen to disquieting 
levels In all Member States in re­
cent years, bringing with it wide­
spread problems of both a medical 
and socio­economic nature, which 
can no longer be brushed aside. 
The unvarnished facts alone speak 
for the extent of the problem. There 
are, for example, some 1.5 million 
heroin addicts in the European 
Community today, most of them 
young people between 17 and 25. 
Europe has also become the new 
target market for new drugs and 
new methods of misuse — of which 
'crack' is only the most recent. 
There is also a firmly established 
link between the use of shared 
needles for injecting drugs directly 
into the veins and the spread of 
deadly diseases such as hepatitis Β 
and AIDS. Despite the major efforts 
made at national and international 
levels to shut the floodgates on this 
twentieth century scourge, it must 
be admitted that the results 
achieved to date are somewhat 
less than impressive. 
While drug addiction ¡s a worldwide 
problem, It is also a matter of Commu­
nity concern. In a communication on 
health­related problems' addressed by 
it to the Council on 13.9.1984, the Com­
mission considered that the fight 
against drug abuse should be a priority 
area for cooperation at Community level. 
Starting off from the premise that a war 
on drugs will only be successful if con­
ducted on an integrated basis — di­
rected at production, trafficking and use 
— the Commission's communication 
stressed the importance of prevention 
and health education. Current thinking 
on the matter, indeed, highlights the im­
portance of front­line preventive meas­
ures and the need to mount campaigns 
to get youngsters to 'just say no' to 
drugs and to stop them acquiring the 
drug habit. 
A more recent communication sent 
by the Commission on 28.11.1986 to 
the Council and the European Parlia­
ment concerning Community action to 
combat drugs2, lays particular emphasis 
on prevention, treatment, rehabilitation 
and research. The choice of these ac­
tions points to the Commission's desire 
to give prominence to the priorities set 
by the European Parliament, notably fol­
lowing the report of its Commission of 
Inquiry on Drugs, in the hope that the 
actions recommended will lay the foun­
dations of an on­going dialogue be­
tween the Member States and the Com­
mission to step up the fight against the 
scourge of drug abuse. The communica­
tion provides for a series of initiatives to 
be taken in a lead­up phase covering 
1988/89: 
(i) in the area of prevention, emphasis 
will be given to devising training and 
information programmes on drugs 
targeted specifically towards par­
ents, teachers, community and so­
cial workers, and on fashioning 
health education programmes for 
young children and teenagers; 
(¡i) the Commission's plans on treat­
ment and rehabilitation are to under­
take a critical assessment of exist­
ing systems with a view to improv­
ing them and developing effective 
and lasting methods In both areas; 
(ili) as far as research is concerned, the 
Commission is stressing the need 
for coordination of national efforts to 
put more detail on the Incidence of 
drug addiction and pin­point high­
risk groups; 
(iv) comparative studies are also 
planned with the aim of clarifying the 
actions taken. These will focus on 
identifying the types of drug most of­
ten taken, the forms of drug abuse 
and the real size of the addict popu­
lation. A European Information sys­
tem on the drug problem, supported 
by a European data bank, might 
also be established, surrounded by 
safeguards to preserve the confi­
dentiality of medical records and in­
dividual privacy. At its meeting on 15 
May 1987, the Council and the Min­
isters for Health, meeting within the 
Council, took note of the communi­
cation. 
'COM(84) 502 final. 
2 COM(86) 601 final. 
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The Chernobyl accident 
Consequences to health in the Community 
■ '■'·■ v." 'IWHL 'Î.ja—. ii'wpp'ny 
Copyright P. Sittler/R. E. A. 
The accident at the nuclear 
power station in Chernobyl near 
Kiev occurred on 26 April 1986 and 
led to substantial quantities of 
radioactivity being released into the 
atmosphere. 
The major release of activity lasted 
for about 10 days, I.e. from 26 April to 
5 May. During this period the meteoro­
logical conditions over Europe changed 
considerably and as a consequence the 
dispersion of radioactive material ac­
ross Europe was widespread but very 
uneven; in particular the pattern of radio­
nuclide deposition on the ground was 
greatly affected by the occurrence of lo­
calized rainfalls. 
The release of 26 April reached 
Scandinavia on the 27th and 28th, that of 
27 April spread further southwards 
passing through the Federal Republic 
of Germany and France before turning 
northeastwards to Belgium, the Nether­
lands, the UK and Ireland. The release at 
29 and 30 April travelled south­east to 
Northern Italy before moving north­
wards. On 1 and 2 May the radioactive 
plume carried towards Greece. The re­
leases of 3 and 4 May passed toward 
the north­west and had no immediate 
impact on Member States: however, 
subsequent releases on 5 May travelled 
towards the south­west reaching Italy 
and Northern Greece between 9 and 
11 May. 
In the absence of information from 
the USSR, the news of a radioactive re­
lease came with its detection in Sweden 
on 27 April 1986, when measuring in­
struments at two locations on the east­
ern coast recorded a sudden increase 
In airborne particulate activity concentra­
tion; in the days which followed, the 
widespread contamination of environ­
mental materials was confirmed almost 
throughout Europe. As a result of the re­
lease, besides the external exposure 
and contamination from the plume and 
from activity deposited on the ground, 
and internal exposure due to inhalation 
of radionuclides in the plume and of re­
suspended radionuclides, the popula­
tions in the affected countries were also 
subjected to internal exposure due to in­
gestion of contaminated food and water. 
Recognizing the potential danger 
and in accordance with Articles 35 and 
36 of the Euratom Treaty, the Commis­
sion requested on 29 April 1986 from 
Member States the regular communica­
tion of monitoring data on radioactivity 
in air, water, soil and foodstuffs. Informa­
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tion on contamination was exchanged 
on a daily basis between national 
competent authorities. It soon became 
apparent that air and surface water 
radioactivity was not such as to cause 
concern. Attention was focused instead 
on the contamination of agricultural pro­
ducts used for human consumption 
which became the major exposure path­
way. 
Because they became a major pre­
occupation for the Community, adminis­
trative problems and measures relating 
to contamination of foodstuffs are de­
scribed separately in Section 2 below. 
Levels of surface contamination in 
Member States by the most important 
radionuclides, namely iodine-131 and 
caesium 134/137, as reported to the 
Commission by national administrations 
following the accident are illustrated in 
Figures 1 and 2. 
A preliminary assessment of the 
consequences to health due to Cherno­
byl has been carried out by the National 
Radiological Protection Board of the 
United Kingdom on behalf on the Com­
mission. The impact estimates are 
based on environmental measurements 
made during the first and second 
months after the accident, and on calcu­
lations made using mathematical mod­
els of the transfer of radionuclides 
through the environment. 
Doses have been estimated for 
three representative age-groups, 
namely the 1 year-old infant, the 10 
year-old child and the adult. The effects 
on exposure of countermeasures taken 
by the authorities were taken into ac­
count; however, the reduction in dose 
achieved by precautionary measures 
taken by individual members of the pub­
lic as a reaction to the contamination re­
sulting from Chernobyl is difficult to 
quantify and was therefore omitted. 
Average individuals have been as­
sumed to have food intake rates repre­
sentative of the means for the country of 
interest and are assumed to eat food 
containing average levels of contamina­
tion. 
Critical individuals are assumed to 
have higher than average intake rates of 
all of the foods, which contain relatively 
high levels of contamination. They are 
also assumed to spend a greater part 
of their time outdoors than average and 
to live in buildings with less shielding 
than average. It Is clear that this ap­
proach is likely to overestimate the 
doses; it gives however an idea of the 
possible ranges in individual doses. 
Table 1 gives the individual effective 
doses received in the first year for each 
of the three age categories considered. 
Table 2 gives the effective dose re­
ceived over the next 50 years in each 
Member State. 
The calculated effective doses to av­
erage individuals in EC countries from 
exposure in the first year range from 
0.2 μ3ν (in Portugal) to between about 
200 and 400 μεν (in the FRG, Italy and 
Greece). The average 'lifetime' dose 
ranges from 0.3 μβν to 950 μβν. It is of 
interest to compare the above doses 
with that received from natural back­
ground radiation, which on average 
amounts to some 1 500 μβν per year, or 
about 130 000 μεν over a lifetime. 
The total collective effective dose to 
the population of EC countries, inte­
grated over all time, is estimated to be 
about 80 000 man Sv. This may be com­
pared to the collective effective dose 
from natural background radiation of 
about 500 000 man Sv every year. In 
some countries, the restrictions placed 
on consumption of some foods are esti­
mated to have been effective in reduc-
ting doses to the most exposed indi­
viduals, the reduction being up to about 
a factor of 2. Throughout the EC, how­
ever, countermeasures are estimated to 
have reduced the collective effective 
dose by about only 5%. 
The long-term health impact from the 
Chernobyl accident in terms of cancer 
and genetic damage is very small com­
pared to that arising from other sources 
and, in particular, from natural radiation. 
The NRPB study yields an estimate of 
about 1 000 potential additional deaths 
from cancer over the next 50 years, 
which Is to be compared with a total of 
about 30 million fatal cancers from all 
other causes over the same period. Fur­
ther refinements of this estimate will be 
obtained from future assessments using 
better data bases. On present dose esti­
mates, it would appear that epidemio­
logical investigations designed to detect 
any relative increase in malignant and 
genetic disease due to Chernobyl 
would be impracticable to undertake on 
the scale and extent required to yield 
statistically reliable results. 
The Chernobyl accident confronted 
the Community with practical and politi­
cal problems both short term in dealing 
with the immediate consequences of the 
accident and longer term in ensuring 
that the best provisions are made for the 
future. 
The radioactivity which was de­
posited in varying amounts over the sur­
face of Europe contaminated a wide 
range of agricultural products. Plants 
were contaminated by direct deposits of 
radionuclides upon their surface. Animal 
products — dairy produce, meat, etc. — 
were contaminated through animal con­
sumption of contaminated grass, etc. 
Contaminated agricultural products 
which are used for human consumption 
become vehicles for exposure of man to 
radioactivity. In view of the potential 
danger in this situation the Community 
system for rapid alert in cases of food 
contamination was put into effect on 
2 May 1986 and data on food contami­
nation were exchanged on a daily basis 
between control authorities. Concern 
over foodstuffs from contaminated 
areas, and especially Imports from the 
Soviet Union and other affected Eastern 
European countries, led to the imposi­
tion by national authorities of restric­
tions on internal trade and on imports. 
The national experts on food con­
tamination met on 5 May 1986 together 
with experts In trade and in radiation 
and on the basis of this consultation the 
Commission: 
(i) adopted a Recommendation calling 
on Member States to set certain 
maximum levels for radioactivity in 
milk, in milk products, and in fruit 
and vegetables. Starting levels were 
500 Bq/kg for milk and milk prod­
ucts and 350 for fruit and veg­
etables, these to be reduced by half 
every 10 days. This recommenda-
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tion was followed by only a few 
Member States; 
(¡i) decided, subject to approval of the 
Standing Veterinary Committee, to 
ban the importation of meat and live 
animals from certain Eastern Euro-
pean countries and the Soviet 
Union; 
(iii) proposed a Council Regulation to 
ban imports of fruit and vegetables, 
milk and milk products, game and 
freshwater fish from Eastern Euro-
pean countries and the Soviet 
Union. 
The objective of these actions was 
to allow Member States to remove res-
trictions which had been imposed on in-
ternal trade and to take common mea-
sures on imports while protecting the 
health of the population. The Commis-
sion Decision on meat and live animals 
was taken on 7 May, covering imports of 
more than 70% of fresh food and live 
animal Imports from the countries con-
cerned. On 12 May 1986 the Council 
adopted a Regulation suspending Im-
ports of other foodstuffs. At the same 
time, the Member States agreed not to 
Impose on imports from within the Com-
munity stricter radioactive levels than 
those pertaining to home products. Both 
the Commission Decision and Council 
Regulation were to run until the end of 
May 1986. 
Subsequently, the alert system con-
tinued to operate and meetings of ex-
perts were held to update the situation. 
The Group of Experts, set up under Art-
icle 31 of the Euratom Treaty to advise 
the Commission on radiation protection 
standards, provided a provisional opin-
ion on the derived reference level of 
caesium in major foodstuffs in interna-
tional trade. These consultations were 
the basis for the provisional regulation 
fixing the maximum levels of caesium 
134 and 137 contamination in foodstuffs, 
which replaced the Import ban. 
On 30 May 1986, the Council 
adopted Regulation (EEC) No 1707/86 
on conditions governing imports of agri-
cultural products and processed foods 
originating in all third countries. The 
Regulation fixed limits for the caesium 
radioisotopes 134 and 137 and was due 
to expire on 30 September 1986; it was, 
in fact, prolonged to 31 October 1987. 
The levels fixed are: 
370 Bq/kg"' for milk and milk prod-
ucts, the level applicable to the re-
constituted products as ready for 
consumption, in the case of concen-
trated or dried products, such as 
milk powder, 
(i) 
600 Bq/kg " 
concerned. 
for all other products 
Finally, on 3/4 September 1986 a 
Working Group set up by the Article 31 
Group of Experts submitted a report in 
which levels for almost all radiologically 
important radionuclides are proposed. 
The report was approved by the Art. 31 
Group and served as the basis for the 
establishment of Commission propo-
sals to the Council for pertinent regula-
tions. These proposals were forwarded 
to the Council on 23 January 1987. 
The Chernobyl accident also very 
clearly revealed the absence of an effec-
tive system for a rapid exchange of in-
formation between Member States and 
the Commission. The system used was 
inadequate and the data transmitted 
were found often to be incompatible, in-
comprehensible, and generally insuffi-
cient. To remedy this unsatisfactory situ-
ation the Commission, besides support-
ing the International Atomic Energy 
Agency's international convention on 
rapid exchange of information following 
a nuclear accident, has prepared propo-
sals for a more comprehensive Commu-
nity system. In addition, the Commis-
sion would take the necessary steps to 
strengthen the mutual assistance provi-
sions between Member States and to 
enhance the coordination for emer-
gency planning. Finally, the Commission 
is committed to complementing the Ba-
sic Safety Standards concerning radio-
logical protection and work on this is 
progressing apace. 
Giorgios Gouvras 
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2 3 
<10 Average 10 10 10 
Peak 10 10" 10" 10' 
(Both values rounded to the nearest order of magnitude) 
Figure 1. lodine-131 deposition, Bq m - 2 
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< 10 Average 10' 10' io- io' 
Peak 10J 10J 10 10 
(Both values rounded to the nearest order of magnitude) 
Figure 2. Total caesium deposition, Bq nv 
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Table 1 
Country 
Belgium 
Denmark 
Germany 
Greece 
Spain3 
France3 
Ireland 
Italy3 
Average adult and critical group effective doses in the first year1 
3 
North 
South 
East 
West 
East 
West 
North 
Central 
South 
Luxembourg 
Netherlands 
Portugal 
UK3 
Cumbria, N. Wales 
and S. W. Scotland 
rest of England 
rest of Wales 
rest of Scotland 
N Ireland 
Effective dose (μεν) 
Critical group2 
430 
400 
430 
1900 
1300 
70 
4.2 
970 
340 
520 
1100 
830 
760 
400 
380 
3.6 
840 
260 
370 
590 
520 
(C/A) 
(A) 
(A) 
(A) 
(A) 
(I) 
(A) 
(I) 
(I) 
(C) 
(A) 
(C/A) 
(A) 
Average adult 
44 
55 
150 
46 
380 
300 
0.9 
3.9 
0.2 
39 
110 
21 
97 
160 
200 
120 
120 
47 
60 
0.2 
32 
190 
20 
29 
83 
97 
Table 2 Average and critical adult ef­
fective doses in 50 years1 
Country 
Belgium 
Denmark 
Germany 
Greece 
Spain3 
France3 
Ireland 
Italy3 
2 
North 
South 
East 
West 
East 
West 
North 
Central 
South 
Luxembourg 
Netherlands 
Portugal 
UK3 
Cumbria, N.Wales 
and S. W. Scotland 
rest of England 
rest of Wales 
rest of Scotland 
Ν Ireland 
Effective dose (μ3ν) 
Average 
82 
95 
360 
85 
950 
530 
1.2 
4.7 
0.3 
76 
220 
39 
170 
310 
400 
230 
210 
86 
100 
0.3 
46 
270 
25 
37 
150 
170 
Critical 
440 
480 
440 
3800 
2100 
25 
3.3 
1100 
250 
830 
1900 
1400 
1100 
410 
570 
2.7 
1200 
290 
450 
900 
830 
' The results are given to two significant figures to avoid rounding errors in subsequent calculations, 
and this degree of accuracy is not implied. 
2 For critical group, I = 1 year-old infant, C = 10 year-old child, A = adult. 
1 For the average adult doses are average across all the regions considered, and are also given for 
each region separately. 
1 The results are given to two significant figures 
to avoid rounding errors in subsequent calcula­
tions, and this degree of accuracy is not im­
plied. 
2 For critical group, 1 = 1 year-old infant, C = 10 
year-old child, A = adult. 
3 For the average adult doses are average across 
all the regions considered, and are also given 
for each region separately. 
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39 

Small and medium-sized enterprises and 
employment creation in the European 
Community 
A new study by David Storey and 
Steven Johnson of the University of 
Newcastle Upon-Tyne, UK, analyses 
the different studies which have 
taken place into the role of small 
and medium-sized enterprises 
(SMEs) in the creation of employ-
ment in the 12 Member States of 
the Community. It also reviews the 
policy initiatives which have been 
introduced at national, regional and 
local level, with the objective of sti-
mulating employment creation in 
SMEs. This article reviews the re-
sults of that study. 
The creation of jobs in small and 
medium-sized enterprises (SMEs) and 
the stimulation of new firm formation and 
self-employment are major compo-
nents of the employment policies of all 
EEC Governments, and form the basis 
of numerous job creation strategies at 
regional and local levels within the 
Community. However, relatively little is 
known about the role of SMEs in job 
generation within Europe — the argu-
ments for small-firms policies are often 
based upon the experience of the USA 
where several major studies (and parti-
cularly the pioneering work of Birch in 
1979) have suggested that small firms 
are a major source of new jobs. 
The study undertaken by David Sto-
rey and Steven Johnson did not involve 
carrying out any new original research 
but was concerned with collating and 
evaluating available material from all 
Member States on the following issues: 
(i) the size distribution of employment 
in the manufacturing and service 
sectors; 
(ii) recent developments in the size dis-
tribution of employment; 
(iii) the role of SMEs in employment 
creation; 
(iv) the characteristics of jobs created 
by SMEs; 
(v) rates of new firm formation, and the 
contribution of new firms to employ-
ment; 
(vi) policies aimed at SMEs and their ef-
fectiveness in the creation of em-
ployment. 
The report comprises a summary 
which provides an overview of findings 
from the 12 countries, with conclusions 
and recommendations for further re-
search and policy action, together with 
individual reports on the situation in 
each Member State. 
The main results of the study are as 
follows: 
(i) SMEs are increasing their share of 
employment in most Community 
countries; 
(ii) studies which trace the develop-
ment of individual firms through time 
(job generation studies) show that 
SMEs are creating jobs at a more 
rapid rate than are large firms; 
(iii) relatively few firms are responsible 
for the majority of jobs created; 
(iv) the reasons for these trends are un-
clear, and may vary from country to 
country; 
(v) the characteristics of jobs created 
by SMEs differ from those created 
by large firms; 
(vi) in many Community countries, the 
creation of jobs in new and small 
firms is a major component of em-
ployment policy at national and local 
level; 
(vii) the impact of most policy initiatives 
on registered unemployment is un-
clear. In particular deadweight and 
displacement effects are difficult to 
identify and measure; 
(viii)it is suggested that a more selective 
approach to small-firms policy 
would be effective in creating large 
numbers of jobs with minimum 
deadweight and displacement ef-
fects. 
The size distribution of 
employment 
The relative importance of small and 
medium-sized firms in employment in 
the EEC countries is illustrated in 
Tables 1, 2 and 3. Small enterprises 
have been defined, for purposes of 
comparison, as firms employing less 
than 20 workers and medium-sized en-
terprises as those employing between 
20 and 99 workers. Table 4 presents 
time-series data on the percentage 
share of SMEs in manufacturing em-
ployment in EEC Member States and 
suggests that SMEs are becoming more 
important employers of labour in most 
countries. In the majority of cases, how-
ever, the changes are relatively minor: 
only the United Kingdom has experi-
enced a very large increase in the share 
of SMEs in manufacturing employment. 
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The contribution of SMEs to 
employment creation 
Table 5 presents the results of var-
ious job generation studies on a rea-
sonably comparable basis giving em-
ployment change in each size group of 
firm expressed as an annualized per-
centage of total base year employment. 
An analysis of these studies shows that 
small and medium-sized enterprises are 
creating jobs at a time when large enter-
prises have been reducing their employ-
ment levels. The report concludes that 
job generation studies undertaken to 
date in the EEC countries are unanim-
ous in finding that the net employment 
performance of SMEs is better than that 
of large firms. It notes, however, that the 
vast majority of SMEs either remain 
small or die and that only a small minor-
ity of SMEs create the vast majority of 
new jobs. Similarly job loss is concen-
trated in relatively few large firms and 
some medium-large and large firms are 
creating significant numbers of jobs. 
New firms have been the focus of 
considerable attention for policy-makers 
and researchers in recent years. The re-
port assesses the various studies which 
have been undertaken to investigate 
new firm formation and finds similar re-
sults emerging. Although direct interna-
tional comparisons are not possible, the 
indications are that the pattern for new 
firms is similar to that of small firms: a 
majority fail within 10 years of starting 
up, most of the rest remain small and 
very few new firms grow sufficiently to 
make a noticeable contribution to total 
employment. 
The types of jobs created in 
SMEs 
The results of the analyses pre-
sented in the report suggest that the 
jobs which exist in small firms are differ-
ent, in a number of ways, from those in 
larger enterprises. First, small firms tend 
to employ a greater proportion of female 
workers, and particularly part-time fe-
male workers than their larger counter-
parts. Secondly, the skill level of manu-
facturing employees was found to be 
higher in small than in large firms in 
both the United Kingdom and the Fed-
eral Republic of Germany. Data for 
France indicated that, in comparison 
with large firms, small firms employ a si-
milar proportion of skilled manual work-
ers, a lower proportion of unskilled man-
ual workers, and a higher proportion of 
white collar employees, both skilled and 
unskilled. Finally, there was evidence 
from some countries that small firms 
tended to offer more unstable and lower 
paid jobs than large firms. 
Future directions for policy 
and research 
Storey and Johnson's report shows 
that small firms have become relatively 
more important in providing employ-
ment in almost all EEC countries. How-
ever, it points out that the key factors 
which influence these trends are poorly 
understood. Changes in technology, in 
world and domestic markets, in the sec-
toral distribution of employment, and in 
the behaviour of large companies (sub-
contracting etc.) have all been put for-
ward as explanations of the observed 
trends. More recently, the role of unem-
ployment in 'forcing' people to start their 
own businesses has become an import-
ant issue. Finally, the overall impact of 
the type of government policies ana-
lysed in the report is unclear. The au-
thors stress that it is important that pol-
icy-makers understand the key factors 
underlying changes in the size distribu-
tion of employment if appropriate poli-
cies are to be introduced. 
A finding which is of central import-
ance in this report is that relatively few 
firms are responsible for the majority of 
new jobs created. It seems that the most 
cost-effective methods of creating jobs 
through public policy would be those 
which focus attention upon these few 
dynamic firms, and which encourage the 
maximization of their job creation poten-
tial. Research has indicated that fast-
growing small firms encounter signifi-
cant problems in many areas (premises, 
finance, recruitment, training) and that 
they would benefit from appropriate 
public sector intervention. In addition, 
firms which are growing rapidly tend to 
be selling a substantial proportion of 
output on national and international mar-
kets. Hence, policies which are de-
signed to encourage such firms to 
create jobs are likely to result in low dis-
placement and relatively high multiplier 
effects. The report recommends that 
policy-makers should investigate the 
characteristics of fast-growing firms, and 
examine ways in which the public sector 
can help to overcome the problems 
which they face, and maximize job crea-
tion potential. 
Finally, Storey and Johnson suggest 
that the labour market impact of policies 
designed to create jobs in new and 
small firms is unclear. There is consider-
able evidence in the report to suggest 
that the jobs created in small firms differ 
from those which exist (or are lost) in 
large firms, in many respects. Small 
firms employ a relatively high proportion 
of female and part-time workers, skilled 
workers (in manufacturing firms) and 
tend to pay lower wages and offer infe-
rior conditions of employment than do 
larger enterprises. Moreover, small 
firms' jobs are relatively unstable and 
are often not created in areas in which 
there are large numbers of unemployed 
people. It seems unlikely that the overall 
impact of small-firm job generation on 
the unemployment register in most EEC 
countries will be relatively low, once dis-
placement and labour market mismatch 
problems are considered. The report 
concludes that if small-firms policies are 
to continue to be a major component of 
employment policies in Europe, this 
aspect should be given careful consid-
eration. 
The report 'Small and medium-sized 
enterprises and employment creation in 
the EEC countries' by David J. Storey 
and Steven G. Johnson of the Centre for 
Urban and Regional Development Stud-
ies, University of Newcastle-Upon-Tyne 
will be published by the Commission of 
the European Communities in 1987. 
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Table 1 Size distribution of employment at latest available date — whole economy 
(percentages) 
Country 
Belgium 
Greece 
Spain 
France 
Netherlands 
Date 
(1983) 
(1978) 
(1986) 
(1986) 
(1980) 
Enterprise size (Number of employees) 
<20 
25.0 
51.7a 
24.3a 
29.7 
26.6a 
20-99 
20.9 
17.0e 
34.3b 
25.4 
30.9b 
100-499 500 + 
21.5 32.6 
31 3 
20.0 l' 21.3 
44.9 
57.5 
Notes: a 1—9, 
b 10-99, 
c 20+, 
d 6-19, 
e 10-49. 
Table 2 Size distribution of employment at latest available date — manufacturing 
(percentages) 
Country 
Belgium 
Denmark 
Germany0 
Greece 
Spain 
France 
Ireland 
Italy 
Luxembourg 
Netherlands 
Portugal 
United Kingdom 
Date 
(1983) 
(1982) 
(1983) 
(1978) 
(1978) 
(1980) 
(1980) 
(1981) 
(1980) 
(1980) 
(1983) 
Enterprise size (Number of employees) 
<20 
12.1 
10.1d 
-
39.3a 
20.2 
18.8 
9.5 
22.9a 
7.7 
10.7a 
20-99 
20.7 
29.7 
16.0 
23.2 
25.3 
28.6 
36.0b 
11.5 
27.1b 
22.0 
100-499 
25.8 
34.6 
24.8 
60.7 
21.8 
28.8 
30.6 
21.3 
25.8 
500 + 
41.3 
25.6 
59.2 
34.8 
27.1 
20.4 
19.8 
55.0 
62.2 
14.4 63.6 
See notes to Table 1. 
Table 3 Percentage share of SMEs in total manufacturing employment 1970-
Country 
Belgium 
Denmark 
Germany3 
Greece 
Spain 
France 
Ireland 
Itaiy 
Luxembourg 
Netherlands 
Portugal 
United Kindom 
1970 
12.5 
47.8 
1971 
23.6 
53.1 
15.5 
1972 
24.3 
16.0 
1973 
31.3 
36.6 
18.0 
15.3 
1974 
31.3 
24.4 
16.0 
1975 
33.7 
25.3 
16.6 
1976 
33.5 
13.1 
25.5 
17.0 
-84 
1977 
34.3 
15.9 
24.7 
17.9 
17.1 
1978 
34.0 
39.3 
25.8 
18.5 
34.9 
17.3 
1979 
33.6 
26.1 
19.3 
35.1 
17.5 
1980 
28.1 
33.0 
15.4 
26.7 
38.1 
19.2 
34.8 
18.8 
1981 
28.2 
34.3 
56.4 
27.7 
59.0 
34.7 
20.3 
1982 
28.5 
34.0 
57.5 
34.6 
21.1 
1983 
28.6 
35.1 
16.0 
57.8 
22.0 
1984 
28.9 
57.8 
Notes: a 20+ 
b whole economy 
c 1-9 
SME is defined as a firm with less than 100 employees. 
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Table 4 Job generation studies in Europe 
Country/area 
United Kingdom 
East Midlands 
Northern England 
Northern England 
United Kingdom 
United Kingdom 
United Kingdom 
Northern Ireland 
Federal Republic of Germany 
Germany (sample) 
Germany (4 regions) 
Northrhine-Westfalia 
Ruhr & Frankfurt 
France 
Poitou-Charentes 
France 
Ireland 
Ireland 
Time 
period 
1968-75 
1965-76 
1976-81 
1972-75 
1971-81 
1982-84 
1971-81 
1974-81 
1974-80 
1978-84 
1975-80 
1972-84 
1981-83 
1973-80 
Coverage 
Manuf. 
Manuf. 
Manuf. 
Manuf. 
All sectors 
All sectors 
Manuf. 
All sectors 
All sectors 
Manuf. 
All sectors 
All sectors 
All sectors 
Manuf. 
Annualized % change in employment 
(% of total base year employment) 
size of firm/stablishment 
l20 
+ 0.4 
+ 0.2 
+ 0.2 
0.0 
+0.8 
+ 2.0 
+0.1 
+0.2 
+ 0.8 
-0.2 
+ 1.1 
+ 1.0 
+ 0.0 
20-49 
+0.3 
+0.1 
-0.0 
0.0 
-0.1 
+0.3 
-0.0 
+0.2 
+0.7 
-0.3 
-0.4 
+0.7 
-0.1 
+0.7 
50-99 
+ 0.2 
+ 0.0 
-0.2 
-0.0 
-0.0 
-0.0 
-0.2 
+0.2 
-0.0 
-0.3 
-0.4 
-0.1 
-0.1 
+ 0.3 
100-499 
-0.3 
-0.1 
-1.6 
-0.0 
-0.1 
-1.0 
-1.2 
+0.2 
-0.2 
-0.9 
-0.5 
-1.9 
-0.4 
-0.3 
500+ 
-0.9 
-1.0 
-3.8 
-0.1 
-1.4 
-2.2 
-1.9 
-0.5 
-0.5 
-1.3 
+0.5 
+0.5 
-0.4 
-0.2 
Total 
-0.3 
-0.8 
-5.4 
-0.1 
-0.7 
-0.9 
-3.2 
+ 0.3 
+ 0.8 
-3.0 
+0.3 
+0.2 
-1.0 
+0.6 
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Employment in the European electronics 
industry 
Many studies carried out in the 
last few years on the effects of in-
formation technology on employ-
ment conclude that such effects 
are negative in traditional manufac-
turing sectors, where information 
technology is used to rationalize 
production processes, but that 
compensating effects are and will 
be generated in the equipment-
producing sectors, so that the final 
outcome will depend on the bal-
ance between the two and on the 
extent to which such backward 
linkages occur in the specific coun-
tries. However, information technol-
ogy sectors themselves introduce 
new techniques in their processes; 
consequently, a further trade-off 
has to be considered, i.e. the bal-
ance between the employment 
generated by the increase in output 
and the employment displaced by 
labour-saving technical change in 
the production of hardware and in-
formatics products. 
Two problems emerge as soon as 
one tries to analyse these trends: one is 
the loose definition of information tech-
nology sectors; the other is the problem 
of statistical sources and their sectoral 
breakdown. In order to have at least a 
partial overview of what is happening in 
Europe in this field, the Commission in-
itiated, in the framework of its sectoral 
studies of employment trends related to 
new technologies, an analysis of the 
electronics sector. A study on 'Employ-
ment, skill composition and wages in 
the European electronics industry' is 
now complete: it provides an overview 
of employment trends in the European 
Community (although not all countries 
could be covered due to the lack of 
data), and more detailed analyses of the 
United Kingdom, the Netherlands and 
Italy.' 
The definition of the sector's bound-
aries is somewhat arbitrary: it was de-
cided to focus on four branches of the 
European NACE2 classification, namely: 
manufacture of office and data-process-
ing machinery (NACE 33); manufacture 
of telecommunications equipment, 
measuring and electro-medical equip-
ment (NACE 344); manufacture of radio 
and television sets, sound reproducing 
and recording equipment etc. (NACE 
345); manufacture of domestic type 
electrical appliances (NACE 346). The 
rationale was to exclude electrical ma-
chinery, wires and cables, batteries and 
lamps, i.e. the conventional electrical 
products, but to consider branches, 
such as consumer electronics and dom-
estic appliances, where information 
technology increasingly enters produc-
tion processes and product characteris-
tics. The shortcomings are evident: 
among the most important are the fact 
that it is impossible to consider separ-
ately what is taking place in the produc-
tion of components, one of the battle-
grounds of international competition, 
which is not recorded separately in 
NACE statistics; and the exclusion 
of high-employment-growth branches 
which are not part of manufacturing, 
such as software. 
Even with these limitations, it proved 
to be quite difficult to carry out a com-
parative analysis of all Member States, 
due to the shortcomings of all statistical 
sources, and the non-comparability be-
tween them. Thus, Eurostat data had to 
be supplemented by data from the 
OECD and private sector sources, 
which produce their own detailed and 
updated estimates. 
The first part of the study provides 
an overview of trends in the EEC in the 
period 1970—84. The industry grew 
throughout the 1970s, went through a 
downturn in the early 1980s, and has 
shown some signs of recovery since 
1983. Two negative aspects are ob-
served: one is the continuing deteriora-
tion of the balance of trade, particularly 
in some branches (office machinery and 
computers, radios and televisions), 
which points to a decline in the interna-
tional competitiveness of the industry; 
the other aspect is the large proportion 
of the output of the European electron-
ics industry accounted for by subsidia-
ries of US and Japanese firms. As the 
authors point out, the scale and learning 
economies that foreign multinationals 
reach by designing products in their 
own country for manufacture and distri-
bution throughout Europe and the rest 
of the world, and by regulating the inter-
national flows of components and pro-
ducts, form a serious cost competitive 
hurdle for any European firm. 
Moreover, the analysis of commonly 
used indicators of research intensive-
ness of the industry (R&D efforts, pa-
tents and technological balances of pay-
ments) shows that, by all indicators, the 
US is definitely ahead of all other coun-
tries, Japan is rapidly catching up, while 
most EC Member States are far behind 
and do not display a clear effort to im-
prove their relative position. It may be in-
teresting to mention, in this respect, that 
among the top ten spending bodies in 
R&D in the OECD area at the end of the 
1970s, we can find four US Federal 
' Employment, skill, composition and wages in 
the European electronics industry, by W. van 
Lierop (ESI-VU, Amsterdam), L Soete (SPRU, 
Brighton), A. Goglio (Réseau, Milano), Luxem-
bourg, Office for Official Publications of the Eu-
ropean Communities, forthcoming, 1987. 
2 NACE = General industrial classification of 
economic activities within the European Com-
munity. 
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Agencies, three US-based multination-
als, and only one government depart-
ment apiece from the UK, Federal Repu-
blic of Germany and France (one of 
which is a Ministry of Defence). The lar-
gest US university spends considerably 
more on R&D than, for instance, Ireland 
or Greece. 
General employment trends are diffi-
cult to identify, since different trends can 
be observed between countries and be-
tween branches. The overall picture 
since the late 1970s is one of stability, 
with only one branch, namely consumer 
electronics (brown goods) consistently 
losing jobs in all countries. It should 
however be remembered that Eurostat 
employment statistics, based on pro-
duction statistics, do not cover employ-
ment in small establishments. In any 
event, what can be said tentatively is 
that the electronics sector is not, in 
present conditions, an important source 
of new jobs.' 
More positive indications emerge 
from the analysis of qualitative employ-
ment changes, which shows a clear shift 
from manual to non-manual employ-
ment. Here again, the non-availability at 
European level of occupational statistics 
is a serious constraint, particularly con-
sidering that this is an industry with a 
high skill profile and that skill shortages 
are identified by the study as one im-
portant bottleneck to the growth of the 
sector. For the countries where data on 
employment by grade and/or occupa-
tion are available, it becomes clear that 
the shift in composition is accompanied 
by a sharp absolute decline in the num-
ber of workers with a low skill level. 
The structural and qualitative shifts 
in employment emerge even more 
clearly from the second part of the 
study, which examines in more detail 
the situation and trends in the United 
Kingdom, the Netherlands and Italy, with 
the help of a number of case studies at 
enterprise level. Once more, it is difficult 
to generalize, but some observations 
are of interest: the speed of technical 
and organizational change going on 
within the firms themselves, with some 
cases of sharp reduction in employment 
in firms that have restructured in order to 
adapt to market changes; the general-
1 The authors' attempt to formalize the analysis 
and forecast of the effects of technical change 
on employment by means of econometric mod-
els was successful only for a few countries 
(Netherlands, Ireland and UK) using simple 
models, due to the lack of the necessary data 
and to insufficient time series even for the data 
which are available. 
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ized complaint about the shortages of 
supply of highly skilled employees 
(technicians and engineers), although 
skill requirements are often defined in 
terms of flexibility and autonomy in deci-
sion-making, rather than in terms of 
technical capabilities; the substantial 
upgrading of jobs which takes place 
through an extensive retraining of exist-
ing workers, from production depart-
ments to the offices for example. Where 
data on wages could be obtained, these 
shifts are reflected in the changing pat-
tern of wage differentials. On the other 
hand, no evidence was found of gen-
eralized premium wages paid to highly 
skilled technical employees in order to 
attract or retain them, in spite of the re-
ported shortages of this type of person-
nel. 
Anna Silvia Piergrossi 
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People and technology 
London, 25 and 26 November 1986 
Father Jose Maria Arizmendiar-
rieta, the priest who inspired the 
development of the Mondragon 
cooperatives in Spain, once said 
The sign of vitality is not to endure, 
but to be reborn and adapt'. 'Peo-
ple and technology — Investing in 
training for Europe's future' was the 
title of a major conference held in 
London, United Kingdom, during 
November 1986 and its overriding 
message bears out Father Jose's 
dictum. The social and economic vi-
tality of Europe rests on our ability 
to change and adapt. 
This article highlights some of 
the issues, policies and actions 
concerning human resource devel-
opment and new technologies. It 
provides a thumbnail sketch of the 
'People and technology' confer-
ence, in anticipation of a full confer-
ence report which will be available 
in summer 1987. 
Lord Cockfield, in opening the 
conference, referred to the star-
studded cast of speakers, including 
two Cabinet Ministers from the Brit-
ish Government — Lord Young of 
Graffham (Employment Minister) 
and Mr Kenneth Baker (Education 
Secretary) and two Vice-Presidents 
of the European Commission — 
Lord Cockfield himself and Mr Man-
uel Marin, Commissioner respon-
sible for Social Affairs, Employment, 
Education and Training. But quality 
was not only to be found on the 
speakers' platform. Over 1000 high-
ranking delegates from all 12 Mem-
ber States attended the confer-
ence, representing a wide range of 
industrial interests as well as statu-
tory and commercial education and 
training authorities. Jointly spon-
sored by the Commission of the 
European Communities (under the 
auspices of the EuroTecNet pro-
gramme) and the UK Manpower 
Services Commission, the confer-
ence proved to be a major commer-
cial, political and educational event 
which provided a forum for the 
most extensive exchange of ideas, 
training information and techniques 
in the new technologies within the 
European Community. 
More than 70 stands were pres-
ent in the exhibition which ran 
alongside the conference and wel-
comed over 3 000 visitors. This ex-
hibition provided not only a show-
case for training projects and mat-
erials drawn from all Member 
States participating in EuroTecNet, 
but also a marketplace where 
ideas, strategies and approaches 
were the trading commodities. The 
conference proved to be a very 
model of cooperation and partner-
ship. In the conference forum and 
the exhibition halls, private com-
panies mingled with public training 
authorities; employers from large, 
medium and small enterprises 
shared platforms with representa-
tives of governments and unions; 
experts working on national training 
strategies for the new technologies 
compared notes with consultants 
employed by the private sector to 
develop highly sophisticated train-
ing packages to meet a wide range 
of industrial needs. The important 
interaction was that which took 
place between participants from 
different Member States, underlin-
ing the significance of the European 
dimension attached to the event. 
New technologies, or as some prefer 
to call them, advanced technologies, 
embrace a number of recent technologi-
cal developments, from biomolecular 
engineering and renewable resources 
technology to laser technology, fibre op-
tics and the development of new materi-
als. But perhaps the new technology 
which has made the most impact on 
everday lives and which has consider-
able implications for education and 
training is information technology. A 
widely accepted definition of it is the ac-
quisition, production, transformation, 
storage, retrieval and transmission of 
data by electronic means in vocal, picto-
rial, textual or numeric forms. The appli-
cations of it have profound social, econ-
omic and cultural implications. The com-
modity is information: the business is 
communication; and it affects the lives 
of everyone. 
'The main resource of the European 
Community is its human resources, its 
people. Giving them proper training and 
thereby enabling them to master the 
technical, social and cultural changes of 
the end of this century is the major chal-
lenge of today' (Mr Manuel Marin). 
It is advisable to focus attention on the 
significant benefits to be obtained from 
investing in training for the new technol-
ogies. Without doubt, workforces which 
possess the skills to exploit these tech-
nologies will play an essential part in 
securing Europe's future prosperity' (Mr 
Bryan Nicholson, Chairman of the UK 
Manpower Services Commission). 
Training has, of course, long been 
an important priority for the European 
Community, but the rapid advance of 
new technologies has led to a new and 
urgent perspective, as one of the com-
mercial exhibitors, producing a range of 
technical training packages, express in 
their promotion literature. 'A trained 
workforce exploits new technology, an 
untrained one becomes its victim ...' 
Whatever differences exist between 
the social partners, or between Member 
States, there is fundamental agreement 
that 'Europe stands at the frontier of a 
technological revolution. Our people are 
experiencing technological changes 
which are affecting every aspect of their 
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daily lives in ways undreamt of even as 
little as 10 or 15 years ago. And the 
pace of change is increasing' (Lord 
Young). And just how rapid that pace of 
change has been was spelled out by Mr 
Kenneth Baker: 'Seventeen years ago, 
when Neil Armstrong first walked on the 
moon, there were no digital watches, no 
home video-recorders, no pocket calcu-
lators, no microprocessors and the 
technologies of laser, fibre optics and 
biotechnology were undeveloped'. 
Jobs, working patterns and skill are also 
changing. New technologies lead to job 
losses, but also to the creation of new 
jobs, new industries and services. Re-
sponding to the challenge of this level 
and pace of change requires a massive 
increase in the quality and quantity of 
training and the development of training 
methods which are more flexible, more 
accessible and more cost-effective. By a 
rather neat quirk of fate, it is the new 
technologies themselves which can pro-
vide many of the tools needed for the 
job — such as computer-based training 
methods and materials, interactive 
video, open and distance learning and 
the modularization of training courses. 
But however good the tools, they are 
only effective if used wisely and within 
an overall strategy. The introduction of 
new technologies, as well as the new 
training strategies, need to be under-
pinned by appropriate political, econ-
omic, educational and social policies. 
The conference called for the social 
partners to work together and to be pre-
pared to make a sustained effort to de-
velop and implement these policies, 
each playing their own, special role: 
Teachers/trainers and educa-
tional institutions — to use their ex-
pertise to improve basic education and 
training and to develop training opportu-
nities which are available and accessi-
ble throughout working life. 
Employers and industry — to in-
crease their commitment to and invest-
ment in human resource development. 
Workforce and unions — to work 
towards a pattern of training provision 
which meets industry's requirements to-
gether with individual needs and aspira-
tions. 
Politicians and governments — 
to develop the economic, industrial, so-
cial and educational policies which will 
provide a supporting framework within 
which the social partners can operate. 
Mr Hinderscheid, Secretary General 
of the European Trade Union Confeder-
ation (ETUC) and Mr Meyer, speaking 
on behalf of the European Employers 
and Industries Federation (Unice) were 
both clearly aware of the responsibilities 
facing their members. Mr Hinderscheid 
quashed any pre-conceived views of the 
audience as to the attitudes of unions: 
the ETUC does not oppose the intro-
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duction of new technologies, but wel-
comes their potential for improving the 
quality of working life. However, since 
decisions taken on this front profoundly 
affect the world in which we live, they 
cannot be left to a few experts and con-
sultants. Information, consultation and 
collective negotiation form the 'spinal 
column' which supports the successful 
introduction of new technologies. To 
participate in the decision-making pro-
cess, improved levels of education must 
be available and accessible to all mem-
bers of the workforce — including those 
who have difficulty in gaining access to 
the labour market: young people; older 
workers with redundant skills; women 
returners; the disabled; the education-
ally and socially disadvantaged; those 
who are excluded by virtue of unem-
ployment. 
'Whenever new technology is intro-
duced into society, there must be a 
counterbalancing human response .. . 
we must learn to balance the material 
wonders of technology with the spiritual 
demands of our human nature' (John 
Naisbitt, author of Megatrends). 
Speaking on behalf of Unice, Mr 
Meyer cited Disraeli who said 'In a pro-
gressive country, change is inevitable, 
on the education of the people depends 
the future'. But responsibility for the fu-
ture is a corporate one and is shared 
between employers who must budget 
for education and training as a normal 
part of capital investment; employees 
who must be committed to improving 
the quality of their work; teachers who 
must see to it that schooling motivates 
people to go on learning throughout life. 
Schools must teach people to enjoy and 
want education, not to fear it. But good 
quality education and training depends 
on good quality teachers and trainers. 'If 
you pay peanuts, you get monkeys; and 
if you think education is expensive, try 
ignorance.' 
The notion that a firm's training costs 
should be treated as a normal part of in-
vestment was a recurrent theme of the 
conference and, for Mr Meyer, the costs 
of training are declining thanks to the 
use of information technology, the wil-
lingness to use home and personal time 
for training, reductions in working time 
and new training approaches such as 
distance and open learning. 
As far as employers are concerned, 
there is no alternative to the introduction 
of new technologies and Unice offered a 
five point plan of action: 
(i) An awareness campaign to change 
people's attitudes. 
(ii) The sequential model of education 
systems needs altering as it does 
not encourage the notion of lifelong 
learning. 
(¡ii) More investment is needed in 
teacher training — with continuous 
updating both on knowledge and 
equipment. 
(iv) More thought needs to be given to 
the delivery of training in small and 
medium-sized enterprises. 
(v) More and better training for entre-
preneurship is needed. 
Individual firms, training institutes, 
regions and national governments are 
responding to the challenges posed by 
new technologies, but what contribution 
can the European Community make? In 
his speech, Lord Young spoke of the 
traumatic and structural changes that 
Europe has had to deal with in the past 
few years, with heavy job losses and 
ever fiercer international competition. 
'As a Community, we need to work with 
change, not fight against it'. Sentiments 
indeed that were supported by Mr 
Marin: 'Not only does the EC recognize 
the importance of investment in new 
technologies, but the need for improved 
and different forms of training to maxi-
mize on that investment is high on the 
agenda of the Commission. New forms 
of collaboration must be developed 
which increase worker involvement in 
the planning and implementation of in-
itial and further training and special at-
tention must be given to the disadvan-
tages suffered by poorly and non-quali-
fied workers — disadvantages which, if 
we are not careful, will be accentuated 
by training for the new technologies. 
The challenges of new technologies will 
not be met by producing a highly 
trained elite with the qualities of flexibil-
ity and adaptability. The workforce as a 
whole needs to be motivated to partici-
pate in training throughout working life.' 
Two major Community programmes 
demonstrate the level of European-wide 
commitment to these issues. The first is 
the EuroTecNet programme which co-
sponsored the conference and consists 
of three stands: a network of innovatory 
demonstration projects to develop links 
between Member States in their at-
tempts to tackle the social, educational 
and training consequences of rapidly 
developing new technologies; a series 
of concerted research actions; and a 
programme of study visits for vocational 
training experts. Current priorities in the 
network of innovatory projects are: 
(i) The role of training in new informa-
tion technologies in the develop-
ment of small and medium-sized en-
terprises. 
(ii) The training of young people in new 
information technologies — espe-
cially those with a low educational 
level. 
(iii) New information technologies in the 
training and retraining of adult 
skilled workers 
(iv) The need for women returning to 
work to benefit from training and re-
training in new technologies. 
Research themes to date have con-
centrated on new qualifications, the lo-
cal and regional management of human 
resources, in-company training aimed at 
smaller businesses, and developments 
in distance learning. Results of all four 
research themes, published with the 
cooperation of the European Centre for 
the Development of Vocational Training, 
were made available to conference del-
egates and visitors to the exhibition. 
In January 1987, the Commission 
formally launched the Comett pro-
gramme (Community action programme 
for education and training for technol-
ogy). Comett will provide support for the 
development by industry and higher ed-
ucation of advanced education and 
training related to new technologies. 
The programme will forge new patterns 
of cooperation between small and me-
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dium-sized enterprises and large firms 
and the tertiary education and training 
institutes, the aim being to produce 
highly trained personnel for new and 
developing industries. 
Both EuroTecNet and Comett will 
help lay a solid fondation on which to 
build a European perspective and action 
on training in the new technologies. Or, 
in the words of Mr Hywel C. Jones, Di-
rector of Education, Training and Youth 
Policy for the European Commission, 
'They are part of the web of partnerships 
which will go to form a mosaic which 
takes us beyond the rhetoric to practical 
actions'. 
The two major discussion themes of 
the conference were technological train-
ing and access to jobs (concerned with 
the role of the new technologies In the 
training of young people, women return-
ing to work and the long-term unem-
ployed) and technological training, pro-
ductivity and competition (concerned 
with the latest approaches to the up-
grading of skills, training for small and 
medium-sized enterprises and job crea-
tion). 
Benjamin Bloom, the American pio-
neer of training strategies, wrote In 1968 
that undeveloped societies can only use 
a small number of highly educated peo-
ple in the economy and therefore 
access to education and training is de-
liberately limited. The talented few are 
given the best educational and training 
opportunities, with the majority being re-
jected somewhere along the educa-
tional line. Bloom stated 'The complexity 
of the skills required by the workforce of 
any highly developed nation like the Un-
ited States suggests we can no longer 
assume the completion of secondary 
and advanced education is for the few. 
Investment in human resources through 
education has a greater return rate than 
capital investment. We cannot return to 
an economy in which educational op-
portunities are scarce, but rather must 
provide enough opportunities that the 
largest possible proportion of students 
will acquire the skills and knowledge ne-
cessary to sustain the society's growth.' 
To do this requires a much more 
serious and business-like approach to 
the education and training of those on 
the margins, for it is here that there is 
most wastage — among the disadvan-
taged, the discriminated aqainst, the de-
motivated and the de-skilled. Structural 
changes are also needed which, instead 
of concentrating resources in the early 
years of life, spread them more evenly 
throughout the post-school, working life. 
Given the impossible task of trying to 
pack a lifetime's learning into the few 
short years of youth, it is not surprising 
that the majority come nowhere near 
realizing their full potential. 
In discussing the problem of access 
to employment by the disadvantaged 
and the marginalized, it became clear 
that the content and delivery of educa-
tion and training must be redesigned to 
give access regardless of race, sex, so-
cial status or class. Training and conti-
nuing training must provide recurrent 
opportunities for learning which are tai-
lored to the specific needs of different 
target groups — women returners, 
workers with redundant skills, manag-
ers, entrepreneurs, young people, ethnic 
minorities — and to different occupa-
tional sectors. Some of the ways in 
which training in new technologies 
could be customized to meet the needs 
of different target groups include: 
(I) Basic training in the use of office 
systems for adults with a low edu-
cational background (EuroTecNet 
project B6 — Open University of 
Charleroi). 
(ii) Multi-skilling courses for unem-
ployed engineers in computer-
aided engineering (EuroTecNet pro-
ject UK3 — Southampton Institute 
of Higher Education). 
(iii) Introduction to production technol-
ogy and robotics for engineers, pro-
duction management executives 
and young unemployed (EuroTec-
Net project B7 — Free University of 
Brussels). 
(iv) Drop-In computer centre for the 
training of women in new technolo-
gies (European Social Fund aided 
project, UK). 
(v) Permanent exhibition of technologi-
cal materials for the physically 
handicapped and evaluation of 
communication equipment for the 
disabled (EuroTecNet project ESP 
1 — Fundesco, Spain). 
(vi) Training the trainers in non-sexist 
approaches to the training of 
women (Women in science and 
technology project, UK). 
(vii) Strategies to improve the prepara-
tion of young, de-motivated people 
for working and adult life (EC tran-
sition pilot projects). 
(viii) The professional, industrial and 
commercial updating of colleges, 
polytechnics and universities to im-
prove their response to the training 
needs of employers and employ-
ees (Department of Education and 
Science, UK). 
(ix) Establishment of remote work units 
for the disabled, matching employ-
ers with disabled employees in fi-
nancial managements, word pro-
cessing and programming (Euro-
TecNet project UK5 - IT World, 
London). 
The second major theme, the rela-
tionship between technological training, 
productivity and competition, was aimed 
at business executives, trade unionists 
and policy-makers. Expenditure on re-
search and development (R&D) is seen 
as good investment in the future and to 
improve the productivity and competi-
tiveness of the firm. But how often does 
R&D include research into training and 
development of human resources? 
Recent research in the UK shows 
that economic performance is directly 
linked to the development of human res-
cources: 
(i) over 90% of high performing firms 
undertook significant adult training; 
(ii) only 50% of low-performing firms 
had undertaken any training — and 
then ony a few people were trained; 
(iii) in the USA, expenditure on training 
per employee amounts to UKL 
1 500 per annum (± 1 100 ECU); in 
the UK it is UKL 200 ( ± 150 ECU). 
In his speech. Lord Lucas (UK Parlia-
mentary Under-Secretary of State for 
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Trade and Industry) stressed that man-
agers were also in need of updating on 
technical skills and new approaches to 
their work: '... to benefit from new tech-
nology is not just a matter of installing 
the latest high-tech equipment, it re-
quires balanced judgments, effective 
management and efficient organization. 
Companies need to introduce new tech-
nologies on a considered and syste-
matic basis. This places new demands 
on senior management, supervisors and 
production personnel to acquire the ne-
cessary skills and expertise.' 
New technologies open up a whole 
range of possibilities for small and me-
dium-sized enterprises (SMEs) and for 
enterprises and job creation. The con-
tribution of SMEs to the economy 
should not be underestimated. In Den-
mark, for example, 80% of Danish firms 
have less than 25 employees. Currently 
SMEs provide the most dynamic expan-
sion in developing new products, ser-
vices and markets, but they need assist-
ance in the introduction of new technol-
ogies and in the training of managers. 
While large and multinational compan-
ies have well-defined operational struc-
tures for management and workforce 
training, this is not the case with SMEs. 
New technologies cannot replace good 
management in small businesses and if 
new technologies are to be useful in en-
terprise creation, managerial skills in 
small companies must include the ca-
pacity to innovate. A company which 
cannot innovate is not well managed. 
Some of the strategies presented to 
the conference to encourage enterprise 
creation and better performance in 
SMEs included: 
(i) Consortia of SMEs to pool training 
resources and collaborate on the 
development and implementation of 
training programmes (Federal Re-
public of Germany). 
(ii) The development of links between 
technical vocational schools and 
SMEs (France). 
(iii) The development of services to 
SMEs on the application and im-
pact of new technologies (EuroTec-
Net project IRL8). 
(iv) The training of entrepreneurs in 
new information technologies 
(EuroTecNet project 11 - CNITE, 
Rome). 
(v) Consultancy and training service for 
SMEs in software and hardware 
implementation (EuroTecNet pro-
ject UK2 — Microsystem Advice 
Training Centre, Halifax). 
(vi) School for women wishing to set up 
in business in the field of informa-
tion technologies (EuroTecNet pro-
jekt NL5 — Alida de Jong School, 
Utrecht). 
(vii) The development of partnerships 
between SMEs and education and 
training institutes and the establish-
ment of intermediary structures to 
serve as a link between universities 
and SMEs (EC Comett pro-
gramme). 
(viii) Vocational training courses on 
data-processing systems for SMEs 
(EuroTecNet project I6 — Centra 
Polo per le Tecnologie, Mestre). 
(ix) Introductory programme on the use 
of computers in SMEs (Construc-
tion Industry Training Board, UK). 
The conference provided a veritable 
cauldron of ideas, strategies and ac-
tions and the exhibition abounded with 
materials, training packages and exam-
ples of the use of new technologies to 
improve training. It also provided some 
pithy quotes, including one from a Chi-
nese philosopher from the third century 
BC: 'When planning for a year, sow 
corn; when planning for a decade, plant 
trees; when planning for a lifetime, train 
and educate people'. We must take care 
not to invest all our energies in sowing 
corn and planting trees. 
There is great deal that can be done 
to improve education and training — 
much of it with the help of new technolo-
gies. Thanks to programmes such as 
the EC action programme on the trans-
ition of young people to adult and work-
ing life, we now know how to make 
these improvements and we have many 
of the answers. Whether we implement 
them or not is largely a matter of where 
we put our priorities, and whether the 
key actors in the Community are willing 
to learn from the experiences, suc-
cesses achieved and mistakes made in 
other Member States. Much good prac-
tice exists, and simple Intelligence dic-
tates that it makes sense to learn from 
this Community resource. 
But we do not have all the answers. 
Only one speaker, Mr Bertrand 
Schwartz (member of the Social and 
Economic Council of France) had the 
courage to state what nobody really 
wanted to admit — that there is a great 
deal that we do not know and that, to a 
large extent, we are all working in the 
dark. If schools, governments, industry, 
unions and employers work independ-
ently of each other, who knows what 
kind of society we will end up with in 10 
years time. Mr Schwartz said 'the time is 
ripe for a meeting of minds, none of us 
really knows what is going to happen, or 
what to do'. 
The message is a simple one. We 
must invest. Together. Now. 
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Privatization and social security1 
In August 1986 the Commission 
forwarded to the Council a commu-
nication entitled 'Problems of social 
security — areas of common inter-
est'.2 This paper concentrated on 
three main areas of study: the ef-
fects of future demographic trends 
on the social security system, the 
phenomenon of social marginaliza-
tion (new poverty) and problems 
arising from the methods currently 
applied in the financing of social 
security. In connection with this last 
point possible alternatives were 
also examined, such as spreading 
the burden between the individual 
sectors (private households, firms, 
and the State). 
A study requested by the Com-
mission, which has just been com-
pleted, falls within the wider con-
text of these preoccupations. It 
deals with 'privatization and social 
security', i.e. with the respective 
roles to be played by the State and 
the private sector in the provision 
of social security in the individual 
Member States of the European 
Community. 
By far the biggest part of the 
work is devoted to a stock-taking 
survey of the existing situation. 
Country by country it outlines the 
basic features of the public system 
of social security and the possibili-
ties available for private insurance 
coverage. In addition it describes 
any State incentives to privatization 
which may exist and any measures 
along these lines already taken or 
under discussion. 
In the second part the study at-
tempts to develop an overall con-
cept of privatization. 
Finally the study draws some 
conclusions which are reproduced 
on the following pages (as such — 
particularly as regards the propo-
sals made — they are not to be 
considered as approved by the 
Commission, but as a basis for fur-
ther contribution to the discussion 
of this subject). 
The importance of privatization: One 
finding which clearly emerged from our 
study was that though much is being 
said about the privatization of social 
security, little is actually being done. 
The proportion of GNP spent on so-
cial security provision in the various Eu-
ropean countries studied has either re-
mained stable despite the recession 
(with a few notable exceptions such as 
the Netherlands, for example), or has 
actually risen. It would not be true to say 
that the State has shed any of its burden 
of social protection onto the private sec-
tor. 
Remarkably few incentives to private 
welfare provision were found in the 
countries studied. Tax advantages for 
private insurance plans and occupa-
tional pension schemes are well-esta-
blished, but have not been increased. 
On the contrary, in certain countries 
government has actually tightened its 
control over the private sector; in two of 
the countries studied (Portugal and 
Greece) legislation sought — unsuc-
cessfully — to prohibit contracted-in oc-
cupational schemes in order to preserve 
the ideal of equality in social security 
matters. 
The remarkable strides made by the 
private welfare sector in the majority of 
European countries in recent 
years is due first and foremost to poli-
cies of wage restraint which have led 
employers to explore other avenues of 
compensation for their employees and 
assure themselves of a skilled and moti-
vated workforce, or to continued econ-
omic and social development which has 
put occupational and personal schemes 
within the reach of broader categories of 
workers. 
Reductions in the level of provision 
and the tightening up of conditions of el-
igibility principally affect unemployment 
benefit — an area not really conducive 
to private insurance schemes. 'Privatiza-
tion' in this sector will come about only 
in so far as unemployed workers not 
qualifying for unemployment benefit will 
be forced back into their savings or to 
living off their families, unless they apply 
for supplementary benefit. 
The same is true of family allow-
ances, which have been severely af-
fected by the crisis in a number of coun-
tries (Denmark is a case in point). Ex-
cept in certain instances where employ-
ers 'top up' State family allowances, 
cuts in family allowances will only rarely 
be made up by private insurance 
schemes. 
Privatization takes as many forms, and is 
hedged around by as many problems, 
as there are types of protection sur-
rounding the social security system. 
Nine of these can be identified: 
personal savings or property ownership, 
family support, 
charity, 
civil liability, 
insurance, 
mutual insurance, 
social assistance, 
mutual assistance (friendly societies), 
employer's responsibility. 
A reduction in the level of social pro-
tection offered by public social security 
systems would have the effect of shifting 
the public welfare burden onto one of 
these traditional techniques. The diffi-
culty lies in predicting exactly how that 
burden would be apportioned between 
them, and it is quite possible that, for ex-
ample, the risks one might wish to see 
assumed largely by personal insurance 
schemes would ultimately be shoul-
dered by the family or social assistance. 
The traditional forms of protection 
(personal savings, property ownership, 
the family, charity and civil liability) are 
closer to the idea of individual respon-
sibility so dear to those who favour the 
liberal-economic approach. But at the 
same time they are also a step back-
wards towards a less highly organized 
form of society, with a markedly less 
pronounced degree of social justice. 
Our report sets out the possible objec-
tions to such forms of protection. They 
are not available to all those in need of 
' A study produced for the Commission of the Eu-
ropean Communities by the European Institute 
of Social Security, Louvain, under the direction 
of Professor J. Van Langendonck. 
2 Document COM(86) 410 final of 24 July 1986 
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them, they are frequently insufficient to 
cover the need adequately, and finally, 
they may create a dependency relation-
ship which cannot easily be reconciled 
with contemporary views of human dig-
nity. 
A move towards more sophisticated 
forms of social protection, such as em-
ployer's responsibility, and basic or 
mutual insurance and assistance, would 
be much more satisfactory from both the 
social and economic viewpoints. These 
are solutions in which the per capita 
cost of the risk is distributed among a 
greater number of heads (in the case of 
company provision, for example, the risk 
is effectively borne by the shareholders), 
extending even so far as to society as a 
whole (social assistance). 
Apportionment of the risk in these 
ways may be unsatisfactory on a num-
ber of counts, set out in greater detail in 
our report. Social assistance is humiliat-
ing and creates undesirable feelings of 
personal dependency. Employer's pro-
vision can protect only employed work-
ers, and the ability of companies to pro-
vide occupational welfare schemes va-
ries widely according to sector and the 
size of the business itself. 
Private insurance schemes, whether 
the free market type or mutual insurance 
variety, offer the most interesting altern-
ative solution. In using actuarial calcula-
tions to spread the risk over the greatest 
possible number of lives, they in fact 
achieve a form of individual and group 
responsibility very close to that created 
by public social security. It is a less 
widespread form of joint responsibility, 
but one more acceptable to those pay-
ing the premiums; it also offers a sense 
of security appreciated by most people. 
The great problem for private insurance 
is the selection of risks and the resultant 
inequality of protection. It is only admis-
sible to the extent that adequate social 
protection is guaranteed on a basis of 
equality for all. 
Schemes for private, occupational social 
protection to supplement social security 
need hedging around with legal safe-
guards against their own inherent prob-
lems, which are essentially: 
(i) the danger of future bankruptcy or 
insolvency; 
(ii) protection of rights following sale or 
takeover of the company; 
(iii) protection of rights following redun-
dancy, dismissal or change of job; 
(iv) protection of rights for migrant work-
ers or change of industrial category. 
Fairly comprehensive legislative pro-
visions already exist in some countries 
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(e.g. the Federal Republic of Germany, 
the United Kingdom, the Netherlands), 
while the majority of countries at least 
have legislation covering certain types 
of complementary or occupational pro-
tection. 
The Council Directive of 24 July 1986 
on equal treatment for men and women 
in occupational social security 
schemes' can be considered as the first 
step to regulating this question at Euro-
pean level. 
The problem of privatization is a prob-
lem of social security rather than a prob-
lem of private social protection 
schemes. 
The real reason the question of pri-
vatization has arisen is a twofold one, 
stemming on the one hand from the ex-
tra strain placed on social security by 
the recession, necessitating savings on 
social security expenditure by reduc-
tions in the level of protection provided, 
and on the other from the feelings of 
concern aroused by estimates of the 
cost of financing the system in the fu-
ture, when an ageing population will 
pose highly acute problems for systems 
based on risk-spreading. 
In the majority of cases privatization 
plans are clearly based on the gloomy 
financial outlook for the social security 
system, and are seen primarily as offer-
ing some kind of solution to the prob-
lems. 
It is a solution whose outcome is un-
certain. The corollary of a reduction in 
benefits should normally be a lower rate 
of contribution. The financial dilemma of 
social security would therefore remain 
unchanged in substance if slightly less 
acute in degree. And the protection of-
fered by occupational schemes still has 
to be paid for. In all probability, the cost 
of financing personal schemes would 
fall back on the same companies who at 
present shoulder the burden of national 
Insurance contributions. 
The private sector has no need of 
'privatization' to foster its expansion. Its 
growth is led quite simply by economic 
and social development which has 
brought complementary protection 
within the reach of a broader section of 
workers and offers a growing number of 
families greater saving opportunities 
from the use of more modern forms of 
investment. All countries demonstrated 
marked growth in this area, although the 
majority displayed no — or merely mar-
ginal — corresponding reductions in the 
levels of social security provision. 
The problem of financing social se-
curity may be rendered even more acute 
if the trend towards privatization is al-
lowed to lead to the hiving-off of the 
more profitable risks, for which private 
Insurance can offer more attractive ben-
efits, from the compulsory scheme. The 
effect of such a movement (such as 
might, for example, result from a con-
tracting-out scheme on the British 
model) would be to further raise the cost 
of compulsory insurance and deepen Its 
financial plight. 
Concern about the future of social secu-
rity in Europe is a serious problem with 
which most Community countries are 
preoccupied. Despite the Herculean ef-
forts put by governments into building 
an impressive social welfare system un-
paralleled anywhere in the world, broad 
sections of our population are seen to 
be shunning State protection in favour 
of other forms of protection offered by 
the commercial sector, perceived as of-
fering greater certainty or as being more 
attractive. 
This attitude is a product of the ef-
fects which recession and the ageing of 
the population have had on the finan-
cing of public social security. People 
have lost confidence in the statutory 
guarantees of their rights to social secu-
rity as a result of the continual tinkering 
with legislation to reduce certain types 
of benefit or tighten up eligibility rules. 
The long-cherished belief that in social 
security established rights were sacro-
sanct has been shaken. 
The constitutional guarantees of-
fered in the countries studied do not in-
spire confidence in the general public. 
They are too vague. They relate only to 
the existence of a social security sys-
tem, not to acquired levels of protection. 
They have certainly not been adequate 
to prevent what has (mistakenly) been 
described as a dismantling of social 
security. 
We believe that the European Com-
munity could play a role in this area in 
the same way as it already has in the 
major arena of equal treatment for men 
and women. A Community directive 
concerning the guaranteeing of esta-
blished rights based on contributions 
would have the effect of a supranational 
guarantee of the level of social protec-
tion from which no member country 
could derogate. 
Any such directive should have the 
same scope as Directive 79/7 and Di-
rective 86/3782. It should precisely de-
fine the meaning of 'contribution' and 
specify the minimum contribution re-
quired for access to the guaranteed 
right. But even beyond that, its import-
ance would be as the first ever concrete 
expression of the idea of 'new entitle-
ment' occasionally used when talking of 
beneficiaries' rights to future benefits. 
'OJL225, 12.8.1986, p. 40. 
2 Council Directive of 19 December 1978 on the 
progressive implementation of the principle of 
equal treatment for men and women in matters 
of social security (79/7/EEC); Council Directive 
of 24 July 1986 on the implementation of the 
principle of equal treatment for men and women 
in occupational social security schemes 
(86/378/EEC). 
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The specific training needs of migrant women 
The Commission has been 
ahead of the field in drawing atten-
tion to the discrimination confront-
ing migrant women, and in promot-
ing measures to change this reality. 
Already in its 1982—85 action pro-
gramme on equal opportunities, the 
Commission emphasized the ne-
cessity to examine the vocational 
training possibilities open to mi-
grant women, and the legal obsta-
cles preventing them from obtain-
ing employment. The second action 
programme, for the 1986—90 pe-
riod, goes farther and, on the basis 
of studies already carried out, inte-
grates migrant women into the 
group of priority categories in 
greatest need of Community action. 
This article is devoted to one of 
the research projects carried out 
under the first equality programme 
and aims to shed new light on the 
situation of migrant women. 
Women immigrants and their 
economic activity 
In its report on women in the econ-
omy, the OECD shows that increased 
participation by women would in fact 
seem to be a structural component of all 
migratory flows, whether its objective be 
to increase a population or its work-
force. In the European countries, the 
proportion of women in the immigrant 
population varied from 40 to 46% be-
tween 1970 and 1980. 
This was accompanied by a marked 
increase in their labour force participa-
tion, with their activity rates equalling or 
overtaking those of the local female 
population. Allowance must also be 
made for the fact that the official figures 
take no account of the many immigrant 
women working in illicit, and hence un-
declared, jobs (homeworking, contract-
ing out, etc.). What is clearer is that they 
occupy the worst-paid, least-skilled and 
least secure jobs. 
A high proportion of ethnic-back-
ground girls are to be found in the same 
type of jobs as their mothers (and hence 
over-concentrated in the unskilled occu-
pation group); the most highly qualified 
form a disproportionate percentage of 
the young unemployed or under-em-
ployed. 
Stereotypes... 
Perceived almost solely as wives 
and mothers, this enforced role slot has 
resulted in migrant women being seen 
as 'hangers-on' dependants, unproduc-
tive, isolated, illiterate and ignorant. It is 
a deeply-entrenched image which has 
gained much ground: with researchers 
(where Morokvasic was moved to com-
ment on the 'sociological invisibility of 
migrant women'), migrant welfare 
groups, and trade unions — not to men-
tion the feminist movements, who have 
only recently awoken to the migrant 
woman's cause. 
Training programmes for foreign-
born women are therefore thought of pri-
marily as socio-educational actions de-
signed to meet the 'needs of immigrant 
women for training' and defined in terms 
of integrating them into the host society, 
focusing therefore on activities to facili-
tate the acquisition of a new lifestyle 
(courses in hygiene, nutrition, literacy 
and dressmaking skills, not to mention 
family planning instruction). 
What vocational training? 
Migrants — both men and women 
— have the same rights to vocational 
training as the indigenous population. 
That is the general rule throughout 
all Community countries. In practice, 
however, access to that training is quali-
fied by any number of subtle con-
straints. And to insist on the strict appli-
cation of the general rule would be to 
shut our eyes to the reality of the obsta-
cles impeding access to that training. 
Participation in established 
training courses 
This immediately poses us with a 
major problem. The lack of official statis-
tics in this area has frequently been de-
plored: most Member States do not 
have data on demographic characteris-
tics such as sex and nationality of stu-
dents undergoing training. Despite the 
fact that such data could help cast light 
on, and even ultimately improve, the si-
tuation, some States have turned full cir-
cle and discontinued collecting this sort 
of information 'in order not to discrimi-
nate'. In fact the very few surveys con-
ducted in this area suggest another ex-
planation: that the proportion of mi-
grants on established training courses 
is so low (and even lower in the case of 
migrant women) as to give 'equal oppor-
tunities for all' a very hollow-sounding 
ring to it. 
Studies carried out in the Federal 
Republic of Germany (Schweikert, 1984; 
König, 1985) reveal the very low partici-
pation rates of foreign-born women: in 
1984, a mere 0.19% of migrant women 
workers took advantage of the generally 
available basic training and retraining 
courses. 
In Belgium, out of a total 7 684 
women enrolled in training courses run 
by the country's manpower services of-
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fice in 1981, a mere 546 were foreign-
born women from other EC Member 
States and a further 136 from non-Com-
munity countries. Britain also reports 
low training participation rates for ethnic 
minority women, albeit the findings are 
qualified by age and country of origin 
(Smith, 1981). 
Immigrant youth 
Specific programmes aimed at help-
ing young people make the transition to 
working life and combating youth unem-
ployment are fairly common throughout 
the Community. Research on ethnic mi-
nority youth, however, reveals their low 
participation rate on such training 
schemes. A survey on the United King-
dom's Youth Training Scheme con-
cludes that YTS programmes as nor-
mally constituted actually aggravate dis-
crimination and the disadvantages suf-
fered by ethnic minority youth (Fenton, 
Davies et ai, 1986). 
Training programmes and 
accessibility 
Some attempts have been made to 
sweep away traditional barriers by or-
ganizing vocational preparation courses 
or specific schemes in harness with es-
tablished training Institutions. Here, the 
aim is to improve training opportunities 
either by 'using the resources we have 
in a better way', or by seeking a greater 
opening up of sectors of the labour mar-
ket from which migrant women were 
previously all but excluded. 
'Using the resources we have in a 
better way' expresses the change of di-
rection being taken by groups who, hav-
ing worked with migrant women over a 
number of years in socio-educational 
projects, now find themselves having to 
'retrain' to meet what is increasingly 
seen to be a widely shared need: the 
need to work. Working in harness with 
established training centres, they contri-
bute their special knowledge of the main 
types of learning difficulty faced by eth-
nic minority women to help devise pro-
grammes leading to the acquisition of 
more appropriate qualifications. A case 
in point here is the cooperation in 
France between the Association pour le 
Développement de la Formation des Im-
migrés (ADFI — the immigrant training 
development association) and the Insti-
tut de Formation aux Techniques d'Im-
plantation et de Manutention (Iftim — 
the institute for training in layout and 
handling techniques). The training is di-
rected at the poorly-educated, job-seek-
ing immigrant woman, tailored as far as 
possible to regional job market condi-
tions. Market research conducted by the 
Iftim revealed that opportunities did 
exist in the distributive and retail trades 
due to the high staff turnover in both oc-
cupational groups. However, the general 
minority female population, poorly edu-
cated and not especially proficient in the 
French language, simply did not have 
the necessary entry-level qualifications 
for a training course as check-out and 
cash and wrap operators in a self-ser-
vice store. Now, with the ADFI handling 
induction of trainees and upgrading ba-
sic skills, length of training is extended 
but it does offer immigrant women the 
opportunity to follow a genuine training 
course leading to a job. 
This approach can be found in train-
ing schemes leading either to an un-
skilled or semi-skilled job and/or as a 
ladder to higher level vocational qualifi-
cations. From their very inception, the 
length of the waiting lists for enrolment 
proved — it proof were necessary — 
the extent of the demand for real qualifi-
cations. 
Ways and means 
Alongside these training schemes, 
other more innovatory experiments have 
recently been introduced. Unlike the for-
mer, they are endeavouring not only to 
give migrant women a place in the job 
market but to carve out a separate place 
for them. 
The programmes are built around 
two findings: 
(i) that immigrant women are notice-
able by their absence in certain oc-
cupational groups (such as public 
service occupations), which is at 
odds with the concept of represen-
tativeness, and 
(ii) that minority women have certain 
skills not possessed by the general 
female population (knowledge of the 
ethnic language and culture, for ex-
ample) which could significantly in-
crease their employability. 
These training schemes will take ac-
count not only of immigrant women's 
problems (their low educational attain-
ment and inadequate grasp of the ma-
jority language In particular), but also 
more subtle factors such as the racism 
of examiners, the cultural bias of entry 
examinations, the negative preconcep-
tions of training and guidance officers, 
inadequate dissemination of informa-
tion, and so forth. 
The programmes set up in the Neth-
erlands as part of the 'care and service 
sector' project being run by the 'Women 
and minorities' Working Group (under 
the aegis of the State Secretariat for So-
cial Emancipation) is one of the most re-
markable examples in this area. As part 
of on-the-ground research into the ob-
stacles barring migrant women's access 
to certain occupations, vocational train-
ing and work integration schemes 
covering a hundred women were set up 
in six regions throughout the country. 
They revolved around three separate ac-
tion areas: family care, social and mi-
grant reception work (institutional and 
community), and community services 
(local authority social services and po-
lice). In putting the schemes into opera-
tion, attention focused on: 
(i) recruitment and selection, 
(ii) vocational preparation (dependent 
on the level of entering ability and 
lasting for between six months and 
one year), and 
(iii) personal support and encourage-
ment during and after training. 
The courses are practical in nature 
and prepare migrant women for the 
same jobs as the local female popula-
tion (no separation of work, no ethnic 
stratification). 
The schemes have all been evalu-
ated and the initial findings published. 
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While it appears that selection may 
sometimes be biased, recruitment diffi-
cult (the women are not always well in-
formed), and that there is frequently re-
luctance in the workplace to accept for-
eign women (a source of competition or 
upset in established working practices, 
or in a society as closed as that of the 
police force!), it also emerged that suc-
cess rates were extremely high and the 
drop-out rate very low. 
In the Federal Republic of Germany 
some pilot schemes for young people 
specifically address the twin problems 
of how to improve the chances of young 
ethnic-origin girls on the job market and 
giving them access to recognized voca-
tional qualifications. One such training 
programme organized by the Hamburg-
based association INCI prepares young 
girls for training as nurses and nursing 
auxiliaries. The interest of the project 
(and no doubt the reason for its success 
with young girls) unquestionably lies in 
the association's achievement, helped 
by backing from the Equal Opportunities 
Office (Leitstelle Gleichstellung der 
Frau), in securing the Ministry of 
Health's agreement to set aside 60 hos-
pital training places for young minority-
background girls. While hospitals have 
thus been obliged to make room for 
these new candidates, their integration 
into the nursing staff has not been 
achieved without difficulty, and the asso-
ciation confirms the importance of per-
sonal and group support for these 
young girls. 
These few examples illustrate how 
integrated training as part of a larger 
package of measures designed not only 
to open doors for a handful of migrant 
women in particular circumstances can 
also lay the foundations for discussion 
and different practical approaches. 
Alternative training 
Alternative training schemes uncon-
nected with traditional educational insti-
tutions have also developed alongside 
these initiatives, impelled by the desire 
to open up new, non-traditional occupa-
tional perspectives for women generally 
and ethnic minority women in particular, 
or geared towards new job creation. 
New immigration-related 
opportunities 
This covers training related directly 
to the immigrant market not offered by 
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any of the traditional training insitutions 
and structures, such as migrant commu-
nity leaders/trainers, sociomedical inter-
preters, etc. 
These training courses start literally 
with a blank sheet, having to devise not 
only the training programme and the 
structure to be adapted, but even the 
very course content itself. And while the 
training and support organizations are 
succeeding in constructing pro-
grammes which will attract applicants, 
the great difficulty remains that of finding 
real markets for the skills. 
Here, the programmes encounter the 
problem of political choices on which 
the allocation of grants depends. A case 
In point is the Brussels-based training 
programme for immigrant interpreters in 
the social and medical fields which suc-
cessfully trained Turkish and Moroccan 
immigrant women to provide competent 
Interpretive services in hospitals, clinics 
and health centres. Despite the interest 
displayed in certain circles, no salaried 
post has yet been created. 
The future of this course remains un-
certain, therefore, for one factor on 
which the success of training depends 
is the prospect of finding a job at the 
end of it. 
New opportunities for women 
Some alternative training courses for 
women are particularly geared towards 
migrant women. 
Interesting examples of this type of 
training can be found in the United King-
dom. Membership of an ethnic minority 
group is among the priority admission 
criteria for courses run by the Haringey 
Women's Training Centre, for example. 
Training courses in 'non-traditional' 
fields (such as plumbing, electricity, join-
ery, science, new technologies) have 
been set up in a bid to break away from 
the vicious circle of female unemploy-
ment (it is an established fact that cer-
tain 'women's jobs' are usually the first 
to go in cut-backs) and to open up new 
outlets. 
Certain conditions are a sine qua 
non, both for the women organizers and 
trainees: childcare arrangements, a 
timetable that fits in with family commit-
ments, and grants, but also personal 
support and integration assistance both 
during and after training: workplaces not 
infrequently abound with racist and sex-
ist attitudes. 
Here again, the results obtained 
speak for themselves: the drop-out rate 
is almost non-existent, and those who 
sit examinations to go on to further train-
ing enjoy a high pass rate. 
The prospects of getting a job, while 
not guaranteed, are none the less good, 
partly due to the network of women's 
cooperatives and ventures. 
Training and job creation 
The desire to find a market for their 
abilities other than those traditionally of-
fered them is increasingly leading mi-
grant women to join forces in a search 
for alternative routes into economic life. 
Thus, using their traditional, culture-spe-
cific skills, but adapted to the market for-
ces within which they are now operat-
ing, they are at the same time creating 
both specific training environments (the 
structured transfer of knowledge) 
emerging from channels of solidarity 
and job opportunities. 
Thus an idea for a weaving work-
shop in Denmark ('Harem') tied to train-
ing for Turkish women is evolving to-
wards a cooperative. Set up in 1984, the 
workshop currently has eight women 
working there full-time, with seven more 
undergoing a seven-month training 
course; their craftwork in the workshop 
is supplemented by language teaching 
and other, more general, studies. An-
other example, from France, is a cater-
ing course (Mansouria) designed to 
train women in techniques of manage-
ment and economic production using 
their own individual and culture-specific 
skills (in this case, Moroccan cooking). If 
the women are uneducated (and some 
are completely illiterate), the training 
methods dispense with writing in favour 
of audio-visual aids, giving all women 
access to the training without distinc-
tion. 
Conclusions: Towards positive 
actions? 
A close examination of vocational 
training opportunities for immigrant 
women clearly reveals that here, also, 
they occupy a poor place. The situation 
of ethnic minority women and their 
daughters does not rank high on the list 
of political priorities. But new horizons 
are opening up. 
There is a growing groundswell of 
opinion among migrant women them-
selves in favour of breaking down the 
barriers; one manifestation of this is the 
creativity displayed by minority women 
in alternative and traditional training 
courses. 
A study of these experiments re-
veals not only the demand for training 
leading to qualifications, but also the 
potential of even poorly-educated 
women to succeed and obtain recog-
nized vocational qualifications. Such 
success depends on specific steps be-
ing taken, on account of the obstacles 
faced by immigrant women (remedial 
and vocational preparation courses, 
childcare arrangements, training grants, 
support during and after training). But 
the effort cannot come from training 
courses alone. The schemes already in 
operation also point to the need for a 
more wide-ranging campaign against in-
tolerance and prejudice. For there is 
abundant evidence that discrimination 
persists in the workplace, at school 
(particularly in educational and voca-
tional guidance) and in training itself. 
It is vital, therefore, that positive ac-
tion be taken. This study, and those re-
lating to other aspects of discrimination 
(such as access to employment), should 
help the Community decide on the poli-
cies it will be pursuing. The seminar due 
to take place in autumn 1987, which will 
bring together the people responsible 
for political decision-making and those 
active on the shop floor throughout the 
Community, will certainly be a first step 
in this direction. 
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Employment policy in the Member States 
In response to the wish expressed by Member States delega-
tions in the Council to receive information on developments in na-
tional employment policies, the Commission set up a mutual infor-
mation system called Misep. The system operates on the basis of 
contributions from correspondents in public administrations or orga-
nizations and a Commission representative. 
It provides the relevant authorities in each Member State with 
regular quarterly information on measures and trends in the employ-
ment policies conducted in the other Member States. 
Social Europe presents a selection of the information exchanged 
through Misep in each issue. The Commission accepts no respon-
sibility for the use of this information, which comes from official na-
tional sources. It is presented as a summary, on a regular basis to 
enlighten the reader on the evolution of various aspects linked to na-
tional employment policies. 
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D Spain Collective bargaining 1986 
D Ireland Manpower policy paper 
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D United King-
dom Inner cities 
Aid to the unemployed 
D Belgium 
D Luxembourg 
Training 
D Germany 
D Netherlands 
Job creation 
D Spain 
D France 
D Portugal 
D United King-
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Open-ended employment 
contracts 
Wages Act 1986 
Long-term unemployed 
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New training programme 
New pilot programmes 
MLW scheme 
Temporary work programme 
Youth guarantee 
New Workers Scheme 
Trans-border placement 
INEM revision 
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Spain: Collective bargaining 
in 1986 
Collective bargaining in Spain is a 
part of the national ('Interconfederal') 
Agreement signed between the UGT 
trade union confederation, on the one 
hand, and the CEDE and CEPYME em-
ployers' organizations, on the other. 
This agreement makes up Chapter II of 
the AES (Social and Economic Agree-
ment) which came into force in 1985 and 
1986. 
By the end of September 1986,2 659 
collective agreements had been regis-
tered involving 667 701 enterprises and 
4 534 464 workers. When it is remem-
bered that at the same time in 1985 
71.4% of the agreements had been 
signed, it can be estimated that in 1986 
there will be a little more than 3 700 
agreements involving nearly six million 
workers. 
As regards the scope of bargaining, 
67.1 % of all agreements are at the level 
of the industrial enterprise, of the re-
mainder 32.1 % concern sectors or 
branches (at the local, provincial, interre-
gional or national level) and 0.8% con-
cern groups of enterprises. Agreements 
covering several enterprises concern 
99.7% of the enterprises and 84.3% of 
the workers; the smaller proportion of 
workers than enterprises is due to the 
average number of workers employed 
by the enterprises covered by the 
agreement being 5.7 as against 400 by 
the enterprise agreements. Thus it is the 
large enterprise which negotiates an .en-
terprise agreement while small firms are 
brought together by agreements cover-
ing many enterprises — the average 
number in this case being 760 enter-
prises. 
Although bargaining is, geographi-
cally, most frequent at the provincial le-
vel (89.2% of agreements), 10.2% of 
agreements are made at the interprovin-
cial level (i.e. two or more provinces), 
covering 15.9% of the enterprises and 
39.8% of the workers. Of these latter, 44 
are national agreements covering 
101 637 enterprises and 1 237 991 work-
ers. 
According to the Interconfederal 
Agreement, wage and salary increases 
are calculated on the basis of the rate of 
inflation (as estimated by the govern-
ment) within a wage band ranging from 
90% to 107%. Since the government's 
estimate of inflation is 8%, this band for 
wage increases oscillates between 
7.2% and 8.56%. The average wage in-
crease set out by the agreements 
reached and registered by September 
was 8.19%. More than two thirds of the 
agreements (68.8%) gave wage in-
creases within this band; of the remain-
der, 18.5% gave higher increases and 
12.7% lower. This last percentage is 
made up of enterprises which are not 
required to respect the wage band: 
loss-makers or enterprises which made 
losses during the previous two fiscal 
years, or which were aided or restruc-
tured. In cases of restructuring, enter-
prises are held to what was set out in 
their reference plans. 
Should the retail price index (RPI) be 
higher at the end of the year than the 
8% estimate, the signatories of the Inter-
confederal Agreement have worked out 
a wage revision clause. This is aimed at 
safeguarding the link agreed to at the 
beginning between wage increases and 
the rate of inflation. Wages will be re-
vised just as soon as it is officially re-
cognized that the PRI has been ex-
ceeded. The amount in question is paid 
in a single payment during the first quar-
ter of the following year, coming into ef-
fect retroactively from January of the 
preceding year. This amount is thus in-
cluded in the basis for calculating the 
wage increase for the year in which the 
revision is taking place. 
The average annual number of hours 
of work has been set at 1 806, i.e. 8 
hours less than the previous year for the 
same period. 51.6% of the workers 
covered by a collective agreement work 
1 826 hours a year, which is the maxi-
mum number permitted by law; the re-
maining 48.4% work fewer hours. 
The Interconfederal Agreement also 
tackles other issues such as productiv-
ity, absenteeism, overtime, holding more 
than one job and voluntary arbitration 
procedures to settle disputes. Yet only 
23.1 % of the agreements include 
clauses on productivity and only 15.1 % 
on absenteeism. 
The Interconfederal Agreement ad-
vocates the abolition of normal overtime. 
It recommends that each enterprise 
bring together the workers' representa-
tives with management to study ways 
for new hirings drawing on the various 
types of existing employment contracts 
to make up for hours that would have 
been worked as overtime. Overtime 
worked in 1985 in enterprises covered 
by their own enterprise agreement re-
presented 1.36% of the total number of 
working days stipulated for the previous 
year, i.e. an average annual amount of 
24.4 hours overtime per worker. 
In accordance with Decree Law 
1/1986 of 14 March, collective agree-
ments must specify whether overtime is 
compensated for by means of a premi-
um which can under no circumstances 
be less than 75% of normal pay or by 
granting an equivalent number of paid 
days off. On the other hand, the maxi-
mum hours of authorized overtime per 
year, which were previously fixed at 100, 
have been lowered to 80 hours and the 
previous daily and monthly ceilings for 
overtime have been abolished. 
Ireland: White Paper on 
manpower policy 
The previous White Paper on man-
power policy was published in 1965. It 
was drawn up against a background of 
projected growth and expansion of the 
economy and its main objective was to 
ensure an adequate supply of skilled la-
bour to meet the requirements of indus-
try. 
Since then the general economic si-
tuation has changed radically resulting 
in a steep rise in unemployment. As a 
result manpower policy, in addition to 
improving the overall skill level of the la-
bour force, has had a bigger role to play 
in the battle against rising unemploy-
ment. 
The purpose of the latest White Pa-
per is to redefine the role of manpower 
policy in the changed circumstances, to 
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identify its contribution to overall em-
ployment policy and to set down guide-
lines for its developments for the next 
five years or so. 
Government policy in relation to four 
key areas of activity is outlined In the 
White Paper, namely (a) transition to 
working life, (b) training (c) special la-
bour market measures and (d) place-
ment and guidance service. 
Transition to working life 
It is proposed that the education 
system will have primary responsibility 
for preparing all young people for work-
ing life and that the necessary curricula 
changes will be introduced to achieve 
this objective. The manpower agencies 
will continue to have a distinct role in as-
sisting those who, having left the educa-
tional system, experience difficulties in 
getting a foothold in the labour market 
by providing and implementing pro-
grammes and services specifically de-
signed to meet their particular needs. 
Measures will include the social guaran-
tee for young people, already in opera-
tion, and the introduction of a youth trai-
nee initiative scheme to help those in in-
secure jobs. 
Training 
In the future training grants to indus-
try will be based on a more selective 
and strategic approach as envisaged in 
the government White Paper on indus-
trial policy. Consultative mechanisms 
between manpower, education and in-
dustrial authorities will be developed to 
assess the relevance of training to in-
dustrial strategy objectives. 
Management training will be im-
proved. The existing technical assist-
ance grants scheme will be replaced by 
a more selective management and su-
pervisory training scheme, and an Advi-
sory Committee on Management Train-
ing will be established. 
Other proposals provide for a 
compehensive review of the craft appen-
ticeship system, as well as increased 
priority being given to the training needs 
of over-25 short-term unemployed work-
ers. 
Special labour market measures 
The government has, in recent 
years, expanded the range of employ-
ment schemes and programmes avail-
able to provide employment opportuni-
ties for those groups in the labour force, 
such as early school leavers and the 
long-term unemployed, whose pro-
spects have been most seriously da-
maged by the economic recession. The 
White Paper contains a number of initia-
tives designed to improve the effective-
ness of such measures. 
Firstly, in recognition of the changing 
age profile of the labour force and the 
unemployed, the upper age-limit for 
access to certain programmes which 
were originally confined to persons un-
der 25 years, will be removed. Secondly, 
a direct action programme specifically 
aimed at the long-term unemployed will 
be introduced to complement other pro-
grammes already in place for such per-
sons. The intention is that all persons 
who are unemployed for more than one 
year will be contacted with a view to of-
fering them a place on a manpower pro-
gramme or to help them find a job. 
Placement and guidance service 
While the traditional placement func-
tion will be maintained, priority attention 
will be given to the management of em-
ployment schemes including the direct 
action programme for the long-term un-
employed and the social guarantee for 
youth. 
Institutional and funding 
arrangements 
In order to implement the pro-
grammes outlined above in the most ef-
ficient and cost effective manner, the 
government has decided to amalgamate 
the four existing manpower agencies 
(AnCO — the National Training Author-
ity; CERT — the Council for Education, 
Recruitment and Training for the Hotel, 
Catering and Tourism Industries; the 
National Manpower Service; and the 
Youth Employment Agency) into a 
single body. This will enable the man-
power programmes and schemes to be 
developed on a more cohesive basis 
and provide a central point of contact for 
access to the various services. The pol-
icy role of the Department of Labour will 
be strengthened and the Department 
will be provided with the necessary re-
sources to carry out this function. 
In recognition of the changing age 
structure of the population and of the la-
bour force, the government has decided 
to change the existing youth employ-
ment levy into a general employment 
levy, thus making the funds available to 
assist all age groups and not just the 
under-25s, as at present. 
Italy: Employment 
initiatives for the coming 
triennium 
The Minister of Labour presented to 
Parliament as an attachment to the Min-
istry's 1987 budgetary estimates (Proto-
col No 1403/1) a report on employment 
policy over the coming 10 years and 
measures foreseen for the coming three 
years. 
After examining the international 
economic scenario and the growth pos-
sibilities for the Italian economy in the 
1987—89 period, the plan outlines the 
results of manpower policy in Italy over 
the past three years. Thus, it sets out the 
restructuring activities taken by the Min-
istry as a result of the legislative mea-
sures aimed at reforming placement and 
of its agencies. 
In conclusion it presents the policies 
to be adopted in the coming triennium 
striving for greater flexibility in place-
ment reform, In the regional employment 
commissions, employment agencies, in-
come support measures for the unem-
ployed (CIG, unemployment benefit, 
etc.), working time and part-time work. 
Netherlands: Measures to 
combat unemployment 
(1987-90) 
Reducing unemployment by 200 000 
in 1990 compared with 1986 is the key 
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issue of the Cabinet's employment pol-
icy. This is stated in 'Measures to com-
bat unemployment in the years 1987 
through 1990', a document submitted to 
the social partners for consideration, 
with a copy sent to the Second Cham-
ber. 
It outlines a range of measures 
which, together with the overall socio-
economic policy, are aimed at reducing 
the unemployment of various groups. 
The Minister states that combating un-
employment is the joint responsibility of 
the government and the social partners, 
Enhancing output and employment 
can only be achieved through cutting 
down public expenditure, restraining 
costs, encouraging investment growth, 
more training, technological innovation 
and deregulation. 
Continued income restraint is 
singled out as being of particular import-
ance for employment policy. Further-
more, work needs to be redistributed. 
Moreover, the Cabinet will create addi-
tional part-time jobs particularly in pub-
lic administration and in the State-sup-
ported sectors. 
The Introduction of the youth em-
ployment guarantee scheme will bring 
about a reduction of youth unemploy-
ment if in the end the complete target 
group will have been reached. 
The government furthermore consid-
ers that it is necessary to enhance train-
ing. Together with the social partners 
the Cabinet will be examining the pos-
sibilities of intensifying industry's train-
ing efforts. Having unemployed people 
participate in training programmes in the 
enterprise will also be discussed. And it 
Is intended to foster the reintegration of 
unemployed minorities in the labour 
market. 
In view of the importance of combat-
ing unemployment, the Cabinet has 
again earmarked additional funds for 
employment policy, amounting to HFL 
250 million in 1987 and gradually rising 
to HFL 500 million in 1989 and 1990. 
Portugal: System of 
regional investment 
incentives — employment 
implications 
The Decree-Law No 280-A/86 of 5 
September 1986 brings in a system for 
stimulating investments aimed at foster-
ing the development of the most disad-
vantaged regions, job creation and in-
dustrial innovation and modernization. 
The repercussions on the labour 
market are considered in the context of 
economic and social policies, and the 
incentives which take the form of direct 
financial participation in the investment 
are granted according to each of the 
criteria referred to above. 
As regards the employment promo-
tion criterion, each project must provide 
for the creation of at least 5 jobs and the 
amount of the subsidy for each job to be 
created is of ESC 200 000, 250 000 or 
300 000 according to the development 
level of the region in question. 
The programme is being Imple-
mented under the responsiblity of the 
Ministry of Industry and Commerce with 
the participation of IEFP, the national 
employment and vocational training 
agency. 
United Kingdom: Action in 
the inner cities 
The United Kingdom Government 
has been developing a systemtic ap-
proach to the problems of the inner 
cities. Very large amounts of govern-
ment money have been spent in inner 
cities by a number of departments, but 
until about two years ago lack of interde-
partmental cooperation meant that these 
resources were often not used to best 
effect. To tackle this, City Action Teams 
(CATs) were set up in April 1985 in Lon-
don, Birmingham, Liverpool, Manchester 
and Newcastle with the aim of coordi-
nating and raising the profile of existing 
government help and action in four main 
areas: encouraging enterprise and 
economic regeneration; increasing job 
opportunities and the employability of 
certain groups; reducing the number of 
derelict sites and vacant buildings; and 
reducing the number of people in very 
poor housing conditions. 
The Inner Cities Initiative was 
launched in February 1986 as a devel-
opment of CATs. The Initiative focuses 
on smaller areas with particularly seri-
ous employment problems and concen-
trates on the people in those areas. 
Eight relatively small areas in English in-
ner cities (North Kensington and North 
Peckham (London), St Pauls (Bristol), 
Handsworth (Brimingham), Highfields 
(Leicester), Moss Side and Hulme (Man-
chester), Chapeltown and Harehills 
(Leeds), and North Central Middles-
brough) have been chosen as broadly 
representative of the pressing problems 
needing to be takled, not because they 
are necessarily the worst areas. Each 
has a small Task Force consisting of ci-
vil servants supported by secondées 
from local authorities and the private 
sector. The Task Forces aim not only to 
ensure efficient targeting of the govern-
ment spending (around UKL 75 million 
in 1985/86) already available in the eight 
areas, but also to develop new ap-
proaches to job creation, training and 
enterprise for the benefit of residents. 
They also seek to ensure that existing 
national programmes really do meet the 
particular needs of people in the inner 
cities, and to involve actively the private 
sector and the communities themselves 
in their work. Task Forces have a small 
amount of new money, about UKL 8 mil-
lion overall, to help achieve their aims 
and promote innovatory approaches. 
Since the launch of the Initiative, 
Task Forces have made considerable 
progress in formulating and implemen-
ting plans to achieve their objectives. 
Some 30 projects involving around UKL 
1.3 million have already been approved 
for support. The projects focus on a 
wide range of economic objectives 
some of which are described below. 
One of the main features of the Initia-
tive is the encouragement of enterprise, 
particularly among the ethnic minorities 
who form a significant proportion of the 
population in the eight Task Force 
areas. The Initiative has already contri-
buted to a venture capital fund for black 
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business In Birmingham, a new black 
enterprise agency set up and financed 
by a mixture of government money and 
support from local trusts and busi-
nesses. Task Forces are continuing to 
work on setting up Enterprise Agencies 
in all the eight areas with a focus on eth-
nic minority business as well as skill 
training facilities and managed work-
shops. The Initiative is also keen to en-
courage enterprise among young peo-
ple and is supporting a Youth Business 
Centre in Middlesbrough in the particu-
larly depressed north-east of England. 
Six of the Task Force areas are support-
ing the Industrial Society's programme 
'Headstart' which provides counselling, 
advice and training in enterprise for 
18—25 year olds in inner cities areas. 
The scheme will include conferences in 
schools and work with youth training 
scheme and Community programme 
participants, counselling services and 
one-day workshops, training spread 
over 8 weeks in marketing, financial and 
general information Involving tutors and 
business-mates from companies, and 
post-training support. 
A major theme that has emerged in 
all eight areas is the need to ensure that 
future urban development projects in in-
ner city areas produce more work op-
portunities and skill training for local 
people. It has often been the case in the 
past that the benefits from inner city 
building projects in terms of cash and 
jobs have tended to go to people who 
were not themselves touched by inner 
city problems — for example suburban 
employees of contractors who carried 
out the work. Plans for the first Inner 
Cities Initiative project using local labour 
are at an advanced stage and an agree-
ment is expected to be reached shortly 
with a major contractor to employ and 
train local people on a building project 
In Handsworth, Birmingham. It is in-
tended to develop this approach with 
other building and refurbishment work in 
other Task Force areas. 
Tackling some of the key problems 
faced by inner city businesses is a key 
aim of the Initiative. Progress is being 
made with the insurance industry to re-
solve inner city insurance problems on 
the spot, and quickly. Contacts have 
also been made with private firms and 
the banks to see what help they can 
give through sponsoring projects, pro-
viding secondments to the Task Forces, 
and making easier access to finance by 
inner city entrepreneurs. The aim is to 
underline the message that the inner 
city is the right place to do business in. 
Much of the work of the Task Forces 
concerns the better coordination and 
targeting of existing programmes and 
resources. Particular attention has been 
given to the programmes of the Man-
power Services Commission. One of the 
largest of these is the community pro-
gramme (CP) which offers to the long-
term unemployed jobs which benefit the 
community. Many of these people live in 
the inner cities and it is there that the 
need for more CP places is most acute. 
The Initiative has been successful In ob-
taining an additional 1 450 places for the 
eight areas. At the same time, as a way 
of building up provision, there is a need 
to attract more private sector sponsors 
for CP in the inner cities. In order to 
make it easier for firms to support the 
programme, the rules relating to private 
gain have recently been revised to allow 
a gain to be made so long as there is 
also a large community benefit. In addi-
tion, to give added encouragement to 
good CP projects in inner city areas, im-
proved funding is being made available 
for a limited number of 20 pilot projects 
by private sector sponsors, at least 10 of 
which will be in the Task Force areas. 
Although it is too early to begin to 
evaluate the Inner Cities Initiative, signi-
ficant progress is being made towards 
achieving its objectives. A firm of con-
sultants, with world-wide experience in 
urban problems and their solutions, is 
advising the Initiative on operational 
matters and project development as 
well as on assessment. A structured 
system of monitoring and evaluation will 
shortly be introduced which will enable 
the Initiative both to assess its own per-
formance and to draw the important 
lessons for UK urban policy. 
Aid to the 
unemployed 
Belgium: Reform of 
unemployment insurance 
Through its Val Duchesse plan of 25 
May 1986 the government decided to 
stabilize its 1987 budget. Following from 
this decision, it has issued various de-
crees bringing about savings in, among 
others, the 'employment and work' sec-
tor. 
Within this sector savings will be 
achieved in part by new budgetary mea-
sures and in part by clarifying the al-
ready existing regulations. 
As regards the regulations concern-
ing unemployment insurance, there has 
been a change in fixing the amount of 
unemployment benefits (Royal Decree 
of 8 August 1986 modifying Articles 124, 
156,160 and 160bis of the Royal Decree 
of 20 December 1963 dealing with em-
ployment and unemployment and the 
Ministerial Order of 11 August 1986 
modifying Chapter Vlllbis of the Ministe-
rial Order of 4 June 1964 on unemploy-
ment). These measures came into op-
eration on 1 October 1986. 
The previous system 
The previous system for determining 
unemployment benefits distinguished 
three categories of the unemployed: 
heads of household, those living on 
their own and others. Only the heads of 
household received benefit at the rate of 
60% of the average daily remuneration 
(up to a ceiling) throughout the period of 
unemployment. Cohabiting persons and 
those living alone, on the other hand, 
only received 60% during the first year 
of unemployment, a percentage which 
was reduced to 40% for the following 12 
months. As from the third year both 
these categories of the unemployed 
dropped to a flat rate for the rest of their 
period of unemployment (the amount 
varied, depending on whether the per-
son was living alone or cohabiting). 
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The new system 
A. From now on, the unemployment 
benefit is composed of three elements: 
(i) a basic benefit equivalent to 35% of 
the average daily remuneration (up 
to a ceiling); 
(ii) a benefit for having dependants or 
for adaptation equivalent to 20% of 
the average daily remuneration (up 
to a ceiling); 
(iii) a benefit for loss of sole income 
equivalent to 5% of the average 
daily remuneration (up to a ceiling). 
B. There are two cases of 'an unem-
ployed person having dependants' ('une 
famille à charge'): 
(i) the unemployed person living with a 
spouse who has neither earned in-
come nor replacement incomes (co-
habiting with other persons whether 
or not they have any earned income 
does not enter into the question); 
the unemployed person who cohab-
its with someone without this per-
son being the spouse and solely 
with: 
(a) one or more children provided 
that he/she can claim for at least 
one of these family allowances 
or that none of these children 
has earned income or replace-
ment income, 
(b) one or more children or other 
relatives or relations up to and 
Including those of the third de-
gree provided that he/she can 
claim family allowances for at 
least one of these children and 
that the other relatives or rela-
tions have neither earned in-
come nor replacement income, 
(c) one or more relatives or rela-
tions up to and including those 
of the third degree who have 
neither earned income nor re-
placement incomes. 
C. Periods of compensation 
First period: the first 12 months of 
unemployment. All unemployed per-
sons receive a basic allowance of 35% 
and a 20% supplement for dependants 
or for adaptation. 
A 5% supplement is given to the un-
employed with dependants as well as to 
unemployed persons living alone when 
it is a case of the sole income being 
lost. 
Summary Table 
Situation of the household 
'Charge de famille' 
(having dependants) 
+'revenu unique' 
(sole income) 
Sole income 
('isolé') (persons 
living on their own) 
Others (workers who 
cannot prove having 
dependants or having 
lost a sole income) 
First year 
previous 
system 
60% 
60% 
60% 
new 
system 
35% AB' 
20% CF' 
5% RU' 
60% total 
35% AB 
20% AA' 
5% RU 
60% total 
35% AB 
20% AA 
55% total 
Second period 
previous 
system: 
12 months 
previous 
system 
see fir 
40% 
40% 
new system: 
6 months 
+ 3 months for 
every year 
worked 
new 
system 
3t year 
35% AB 
5% RU 
40% total 
35% AB 
Third period 
(indefinite duration) 
previous 
system 
new 
system 
see first year 
Flat rate: 
BFR 16 406 
Flat rates: 
BFR 10 5043 
BFR13 3384 
BFR 12 5585 
see second 
period 
Flatrate: 
BFR 10504 
( +BFR 3500 
per month)2 
1 AB ='Allocation de base' (basic benefit) CF='Charge de famille' (dependants) AA = 'Allocation d'adaptation (benefit tor adaptation) RU = 'Perte de 
revenu unique' (loss of sole income). 
2 Supplement granted to each of the two cohabiting unemployed workers if, together, they do not earn at least the equivalent of the maximum allowance. 
3 Cohabiting worker with a spouse having a wage or salary or any other income that is not a replacement income, when the household's income is not 
below BFR 30 678. 
4 Cohabiting worker with a spouse who only has replacement incomes. 
5 Cohabiting worker with a spouse having a wage or salary or any other income that is not a replacement income, when the household's income does not 
exceed BFR 30 678. 
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Second period: 6 months extended 
by 3 months for every year worked. All 
receive the basic allowance (35%). Only 
the unemployed with dependants re-
ceive a supplementary allowance of 
20%. A 5% supplement is given to the 
unemployed with dependants as well as 
to unemployed persons living alone 
when it is the case of the sole income 
being lost. 
Third period: unlimited duration. The 
unemployed with dependants receive, 
as for the previous periods, a basic 
amount of 35%, an allowance for de-
pendants of 20% and an allowance fol-
lowing the loss of a sole income of 5% 
(i.e. 60% in total). 
The unemployed without depend-
ants but still having right to an allow-
ance following the loss of a sole income 
receive a basic allowance of_35% and a 
5% supplement (i.e. 40% in total). 
Unemployed persons who are not 
entitled to claim a family allowance and 
who have no right to an allowance for 
loss of a sole income fall to the level of a 
flat rate sum of BFR 10 504 per month. 
Luxembourg: Combating 
poverty 
The Law of 26 July 1986 deals with: 
(a) creating the right to a guaranteed 
minimum income, 
(b) creating a national social action ser-
vice, 
(c) amending the Law of 30 July 1960 
on the creation of a national solidar-
ity fund. 
One of the government's aims is to 
combat poverty and, by means of bring-
ing in a guaranteed minimum income, to 
ensure that all citizens have the mini-
mum means of existence. 
The law has been brought in follow-
ing the opinion expressed by the Eco-
nomic and Social Council on 28 Sep-
tember 1983. This showed the general 
public that in the Grand Duchy of Lux-
embourg 8% of all households lived un-
der very precarious circumstances with 
18% on the poverty line. 
The opinion of the Council and the 
studies behind it show that social wel-
fare plays an indispensable comple-
mentary role to social security. The 
guaranteed minimum income is in-
tended to constitute a safety net for all 
situations which earned or replacement 
incomes cannot face up to. 
The law adopts a universalist ap-
proach. This foresees a generalized 
guarantee for a minimum standard of liv-
ing for everybody, irrespective of the 
reasons for the lack of resources.Thus, 
according to the law, everybody has the 
right to a guaranteed minimum income, 
the level of which is determined accord-
ing to the make-up of the household of 
which that person is a part. 
Given this universalist approach, it 
was necessary to write into the law cer-
tain restrictions on this right so as to 
avoid abuses. Hence, to be able to 
claim a guaranteed minimum income 
the person must: 
(a) be domiciled on Luxembourg terri-
tory and have resided there for at 
least 10 years, 
(b) be aged at least 30 years, 
(c) be available for the labour market. 
Should conditions (b) and (c) not be 
fulfilled, the following can nevertheless 
claim a guaranteed minimum income: 
(i) persons aged more than 60 years, 
(ii) persons who because they are unfit 
for work due to illness or incapacity 
are unable to earn their living by 
means of a job in line with their 
strength and skills, 
(iii) one of the parents who brings up 
one or more children or a handi-
capped child for whom he/she re-
ceives family allowances. 
It should be pointed out that the 
legislation provides for the possibility of 
subordinating the right to a guaranteed 
minimum income to the beneficiary un-
dertaking social or cultural community 
jobs ('travaux d'utilité collective, sociale 
ou culturelle') or enrolling in retraining or 
reintegration into working life pro-
grammes. 
As regards the problem of fixing the 
absolute level of the guaranteed mini-
mum income, the government has 
adopted the approach of determining 
this guaranteed minimum by relating it 
to all social benefits currently in force 
which have so far shaped the whole of 
social policy. Thus, account has been 
taken of the allowances of the national 
solidarity fund, the minimum social 
wage and of the unemployment allow-
ance, minimum pensions as regards 
pension insurance, family allowances as 
well as fiscal scales as regards the mini-
mum non-taxable income. The level of 
the threshold decided upon determines 
the amount of the supplementary in-
come to be granted as well as the group 
of beneficiaries concerned. 
The amounts in question have been set as follows (in Luxembourg francs): 
First adult 
Second adult 
Third adult 
Per child 
Ascendants living 
in the household of the 
children 
Second ascendant 
Cost of living 
index number (100) 
4 900 
1 800 
1 500 
750 
3 000 
1 500 
Situation on 
1 July 1986 
(index 426.54) 
20 900 
7 677 
6 398 
3 199 
12 796 
6 398 
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The allowances are a supplement 
representing the difference between the 
guaranteed minimum income on the ba-
sis of the eligible persons making up 
the household community and the over-
all income of the persons of this com-
munity. 
The law furthermore sets out a cer-
tain number of connected or subsidiary 
measures concerning health care which 
are given to beneficiaries who are not 
otherwise covered, or social assistance. 
Training 
Germany: 
'Qualifications offensive' 
The Federal Government has, to-
gether with the social partners, 
launched a 'qualifications offensive'. The 
purpose of the approach is to provide 
workers as well as the unemployed with 
all-round vocational skills so that they 
can cope with continuously growing vo-
cational demands. By means of further 
vocational training workers can assure 
and improve their occupational posi-
tions. The continuing technological up-
grading of German industry and trade 
requires there to be a sufficient pool of 
qualified workers. 
With the growth of automation jobs 
with low vocational qualifications, are 
disappearing. A recent survey of Prog-
nos AG estimates that the proportion of 
jobs for persons without any formal 
training will drop by the year 2000 from 
the current 25% to 20%. Thus the em-
ployment opportunities for the unskilled 
will decline. The proportion of jobs pro-
ducing new products with new produc-
tion methods is growing. 
The Federal Parliament set up a 
committee to examine 'new information 
and communication technologies'. The 
starting point of the committee's work is 
that by 1990 some 70% of all persons 
employed will have to have some knowl-
edge of information technologies. In 
September 1985 59% of the unem-
ployed, some 1.3 million persons, had 
insufficient qualifications. This clearly in-
dicates the extent of the need for efforts 
to raise qualifications in the near future. 
The 'qualifications offensive' has 
three main goals: 
(i) Workers need constantly to adapt 
their vocational knowledge and 
skills to changes in working life and 
the latest technological develop-
ments. To these ends there must be 
an appropriate supply of further 
training. 
(ii) More of the unemployed should 
take part in further vocational train-
ing, particularly special target 
groups including the long-term un-
employed and the older unem-
ployed. 
(iii) More use should be made of the op-
portunities for the provision of quali-
fications closely associated with 
work, i.e. there should be a broad-
ening of special measures for ¡n-
company learning. 
Modifying AFG 
The legal bases for the 'qualifica-
tions offensive' are the instruments for 
enhancing vocational training according 
to AFG (Labour Promotion Act) which 
have been significantly improved 
through the 7th amendment. 
First results 
These new regulations came into 
operation on 1 January 1986. The first 
results can now, after 6 months, be dis-
cerned. Thus entries in vocational train-
ing schemes in the 5 months to the end 
of May have increased by 17.6% over 
the previous year, in vocational retrain-
ing by 22.3%, and In the vocational ad-
justment schemes ('Einarbeitungsmaß-
nahmen') by 50%. The overall entry fig-
ures in these five months was 199 761 
and the proportion of the unemployed 
was 67.6% compared with 65.6% the 
previous year. 
Research has looked into previously 
unemployed participants who, in the first 
quarter of the year, successfully com-
pleted vocational training programmes. 
60% of them were back in employment 
at the end of the second quarter. This in-
dicates the extent of the role of further 
vocational training in reintegrating the 
unemployed in working life. 
Germany: Creating training 
places 
Making available training places in 
sufficient numbers is primarily a task of 
the enterprise. In the Federal Republic, 
the dual system of vocational training 
has proved Its value in recent years 
when there was a strong increase in the 
demand for training places. In 1985 
697 000 new training contracts were 
signed. This was some 66 000 more 
than In 1982. In the course of the 
1985—86 training year some 95% of 
young people who were looking for a 
training place received one. In total well 
over 700 000 young people have en-
tered vocational training, a figure which 
Includes those covered by the special 
schemes of the Länder for initial voca-
tional training. 
There is no reason for complacency 
on the training places market for 1986. 
Rather, there is a need to raise their 
supply. It will only be several years 
hence that there should be any signifi-
cant decline in the demand for training 
places since then the backlog of the 
previous candidates will be overcome. 
Demographic trends will, with a short 
lag, become increasingly effective so 
that from 1987 there should be a drop in 
the demand for training places. 
Netherlands: State-aided 
careers guidance 
The 1986 scheme for State-aided ca-
reers guidance supersedes that of 1962. 
The new approach is a form of per-
formance-related subsidy which makes 
it easier than in the past to control gov-
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ernment expenditure in this field, raise 
effectiveness and to reduce government 
involvement in the activities of the insti-
tutions engaged in careers guidance. 
These institutions are thus being given 
more scope to develop their own poli-
cies as regards both finance and con-
tent. 
By choosing this form of State aid, 
the institutions will be encouraged to 
develop their activities as cost-effec-
tively as possible. Thus is the possibility 
of competition between the institutions 
and the presence of external incentives 
expressly authorized. 
Careers guidance is currently char-
acterized by considerable variations in 
the range and volume of activities; by an 
anything but optimal geographical 
access for persons seeking advice; by 
an insufficient matching of the available 
capacity with the target group; and by 
great vulnerability as a consequence of 
the relatively small size of the existing 
institutions. The new scheme contri-
butes to solving these problems by ear-
marking part of the money available to 
the national programme of careers guid-
ance activities, which determines for 
each province the maximum number of 
activities that are eligible for a subsidy. 
By means of this new scheme the 
government is covering a considerable 
part of the cost for careers guidance. 
However, the current practice of asking 
the person seeking advice to pay a fee, 
albeit small, will be maintained. 
It is furthermore intended to bring 
about a significant shift in the areas 
covered so that the careers guidance 
services will focus more than at present 
on job seekers or those about to enter 
the labour market. Since there is hardly 
any question of career choice at the end 
of primary education, activities in this 
area will no longer be subsidized. 
Job creation 
Spain: 1986 results of 
employment promotion 
measures 
For the first 9 months of 1986, there 
were 2167394 placements registered in 
the employment offices. This is an in-
crease of 366 836 (20.4%) on the figures 
for the same period In 1985. During the 
same period, there were 1 000 969 con-
tracts concluded with'the help of em-
ployment promotion measures which is 
302 809 (43.4%) up on the previous 
year. These contracts represented 
46.2% of all placements registered in 
these 9 months as against 38.8% in 
1985 and 21.5% in 1984. Employment 
promotion contracts have thus experi-
enced considerable progress since 
1984. That was the year when some 
clauses of the Workers' Statute were re-
vised (Law 32/84 of 2 August) with the 
aim of bringing in a series of clear, last-
ing and flexible contractual arrange-
ments fostering the creation of new 
jobs. 
As shown in the table, 1985 experi-
enced some very significant percentage 
changes in the number of contracts, 
which brings out still more the progress 
achieved in 1986. One aspect to be un-
derlined is that, compared with other 
contracts, employment promotion con-
tracts foster work for two groups which 
are often discriminated against on the 
employment market: young people and 
women. The proportion of young people 
and women hired by these sorts of con-
tracts is significantly above their propor-
tions in placements overall. Similarly, 
they are concentrated in the services 
(65.7%) compared with their percentage 
in all placements (40.7%). 
Among the measures without finan-
cial incentives, temporary contracts 
(lasting between 6 months and 3 years) 
obtain the best results of all contracts: 
316 616 during the first 7 months of the 
year (41.1% of all employment promo-
tion contracts), which is 21.9% more 
than the previous year for the same pe-
riod. The predominance which this type 
of contract has kept is explained by the 
flexibility it gives the enterprise for hiring 
any kind of workers registered as unem-
ployed to meet its temporary manpower 
needs. 
The number of part-time and 're-
placement' employment contracts also 
grew considerably during the first 7 
months of the year. The growing import-
ance of the part-time work contract on 
the labour market is in the process of 
reducing the gap between Spain and 
other countries where part-time work re-
presents a not inconsiderable percen-
tage of total employment. Over the past 
few years the percentage of part-time 
contracts in all placements registered 
has increased significantly: from 1.7% in 
1982 it rose to 2.6% in 1984, 4.7% in 
1985 and 5.7% in 1986 (to July). Of all 
employment promotion contracts these 
part-time contracts have the greatest 
proportion of women (57.2% for the pe-
riod from January to July 1986). 
Among the schemes having financial 
incentives are the employment promo-
tion programmes for underprivileged 
workers on the labour market. Hiring 
such workers is encouraged by giving 
grants and/or reductions in social secu-
rity contributions. Of these schemes, 
temporary contracts for work experience 
and for training for young people have 
continued in 1986 their upward trend 
from their already high figures for 1985, 
with rates of respectively 76.4% and 
46.9%. There ¡s a high proportion of 
women (37.7%) in both types of con-
tracts, which corroborates the doubly ef-
fective role of these approaches in hir-
ing young people including women. 
Another programme which has a 
great impact on youth employment is 
that started in 1985 aimed at promoting 
employment contracts for an indefinite 
period of time for young persons under 
the age of 26: 119 997 such contracts 
had been signed by July 1986. 
As regards contracts for an indefinite 
period of time for the disabled and for 
long-term unemployed workers over the 
age of 45, mention should be made of 
the economic upswing in 1986, since 
more than twice as many people were 
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hired in the first seven months com-
pared with the same period of 1985. 
Moreover, since bringing in the pos-
sibility of paying unemployment benefits 
all at once to enable unemployed work-
ers in receipt of benefit to set up on their 
own or to become members of a coop-
erative or 'work association', 62 334 
workers have drawn upon this scheme 
between September 1985 and Septem-
ber 1986. During these 13 months of its 
existence, expenditure on it has 
amounted to PTA 58 356.4 million, which 
represents an average capitalization of 
PTA 936189 per worker, an amount 
which is growing over time. 
The action of the public sector to 
create temporary jobs in the central, au-
tonomous and local government ser-
vices mainly concerns collective utility 
or community works and services. 
These are intended for unemployed 
workers hired with a temporary employ-
ment contract aimed at reducing diffi-
culties on the labour market in regions 
affected by high rates of unemployment. 
Among the actions in question are 'com-
munity works of social value' which, 
since they are not contractual, do not 
appear in placement figures. These ac-
tions are aimed at carrying out commu-
nity works of social value by unem-
ployed persons in receipt of benefit. 
Most of this community work is imple-
mented in the context of INEM (the na-
tional employment institute) agree-
ments. The figures in the table for 1985 
and 1986 only cover actions imple-
mented outside the INEM agreements. 
These contracts resulting from 
agreements between INEM and the 
public administration are the most nu-
merous of the financial support 
schemes. The 134 582 contracts regis-
tered during the period reviewed repre-
sent an annual increase of 105.5%. This 
provides some idea of the progress 
made by these public sector actions 
aimed at improving the employment 
situation In specific geographical areas. 
Contracts signed on the basis of INEM 
agreements with local corporations are 
the largest part of the programme 
(86.5%). The amounts allocated to these 
agreements have grown significantly 
compared with the previous year: from 
PTA 14 900 million in 1984 and PTA 
29 774.5 million in 1985, the estimates 
for 1986 have reached PTA 32 400 mil-
lion. 
France: Differentiated work 
On 11 August, 1986 the government 
issued an Ordinance aimed at making it 
easier, on the one hand, to use fixed 
term and temporary work contracts and, 
on the other, to promote part-time work. 
1. Fixed term contracts 
Current legislation is being relaxed 
and simplified in a number of ways to fa-
cilitate the use of fixed term employment 
contracts (CDDs). 
Abolition of the list: The Labour 
Code laid down 11 instances in which 
CCDs could be used. This restrictive list 
Employment promotion contracts 
Types of contract 
Without financial incentives 
Temporary contracts 
Part-time and 'replacement' contracts 
Special retirement at 64 years 
With financial incentives 
(a) Private sector: 
Work experience contracts 
Training contracts 
Young persons under 26 years of age' 
Other programmes2 
(b) Public sector: 
On the basis of agreements 
'Community works'3 
Total 
Registered contracts 
1984 
235 368 
47 940 
94 
14 002 
27 410 
6 885 
100 559 
15 923 
448181 
1985 
432 175 
123 849 
978 
51766 
112 736 
55 785 
8 579 
270 171 
14 450 
1 070 489 
1985 
January—July 
259 727 
65 056 
648 
25 472 
63 550 
10 911 
4 324 
65 492 
9186 
504 366 
1986 
January—July 
316 616 
95 536 
788 
44 920 
93 328 
64 212 
8 259 
134 582 
6 367 
764 608 
Percentage changes 
1985/1984 
83.6 
158.3 
940.4 
269.7 
311.3 
24.6 
168.7 
-9.3 
138.9 
January-July 1986/ 
January—July 1985 
21.9 
46.9 
21.6 
76.4 
46.9 
488.5 
91.0 
105.5 
-30.7 
51.6 
1 This measure came into operation in June 1985. 
2 Including employment promotion measures for the disabled and for workers over the age of 45 who have been unemployed for more than a year. 
3 These are no-work contracts and do not appear in the placement figures given the fact that these actions are aimed at carrying out community works of 
social value by unemployed persons in receipt of benefit. 
Source: MTSS, INEM, employment statistics. 
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has now been abolished and replaced 
by a general definition: A CDD can be 
concluded for performing a specific 
task. Its purpose cannot be to perma-
nently fill a job connected with the nor-
mal on-going activity of the enterprise. 
Term of the contract: A CDD must 
comprise a term which is clearly speci-
fied at the time of its being signed. How-
ever, there are three instances in which 
no such precise term is required: 
(i) for replacing an absent wage-earner 
or one whose employment contract 
has been suspended; 
(ii) for seasonal jobs; 
(iii) for jobs In specific sectors where it 
is standard practice not to make use 
of open-ended contracts because of 
the nature of the work and of the 
short-term nature of this job. These 
sectors have been listed and can be 
added to by collective agreement or 
extended collective agreement. 
In each of these three situations a 
minimum length must nevertheless be 
set and the contract expires with the re-
turn of the wage-earner or with the fulfil-
ment of the aim for which the contract 
was concluded. 
Duration of the contracts and rene-
wal: The maximum duration of the con-
tracts which, depending on the case, 
was of 6 or 12 months (and exception-
ally 24 months) has been raised in all 
cases to 24 months (including possible 
renewal). The CDD can be renewed 
twice, each time for a duration at the 
most equal to that of the initial period 
(without exceeding two years alto-
gether). 
Calculating numbers: The wage-
earners with a CDD will be taken into 
account in the total number of employ-
ees on a pro-rata basis of the time they 
have been at work over the last 12 
months. If they replace an absent wage-
earner, they are not taken into account 
for the numbers. 
In addition to this increased flexibil-
ity, the Ordinance maintains a number of 
rules already established: 
Maintaining the waiting period:To fill 
the job of a wage-earner whose contract 
has come to an end, use cannot be 
made of either a fixed term contract or a 
temporary work contract before a period 
equal to one third of the duration of this 
contract has elapsed, 'including rene-
wal'. 
No recourse during strikes: As previ-
ously, under no circumstances can a 
wage-earner with a CDD or a temporary 
work contract be called upon to replace 
a worker whose employment contract 
has been suspended because of an in-
dustrial dispute. 
2. Temporary work 
As for CDDs, the list of cases justify-
ing temporary work contracts has been 
abolished and replaced by a general 
rule: A user can call on the services of 
a wage-earner of a temporary work 
agency 'to carry out a non-lasting task 
called an assignment'. The 'objective of 
the temporary work contract cannot be 
to permanently fill a job connected with 
the normal on-going activity of the user 
enterprise'. 
The assignment must comprise a 
term clearly specified at the very mo-
ment of concluding the contract making 
the services available. The three cases 
of exemptions are the same as those for 
CDDs. 
The temporary work contract can 
also be renewed — but only once — for 
a length of time at most equal to that of 
the initial period. The conditions for the 
renewal must be provided for from the 
very beginning of the contract or be the 
subject of a supplementary agreement 
to this contract which must be put to the 
wage-earner concerned before the ex-
piry of the contract. The total duration of 
the contract, including renewal, cannot 
exceed 24 months. The rule of not being 
able to use such contracts during 
strikes Is maintained. 
When calculating the number of 
workers, wage-earners are taken into 
account on a pro rata basis of their 
presence during the 12 preceding 
months. However, these wage-earners 
are excluded from the total head-count 
when they replace an absent wage-
earner or one whose employment con-
tract has been suspended. 
3. Part-time work 
The Ordinance covers three mea-
sures aimed at enhancing part-time 
work: 
(i) Taking into account on a pro rata 
basis the working time of part-time 
wage-earners when calculating the 
numbers employed in the enter-
prise. For in France, these numbers 
determine the level and form of the 
compulsory representation of wage-
earners. 
(il) The creation of a new form of part-
time work, spread over the whole 
year and termed 'intermittent work'. 
This is an employment contract of 
unspecified duration which provides 
for regular or irregular periods of not 
working. Implementing these con-
tracts is through agreement with the 
social partners at either the firm or 
industry level. 
The intermittent work contract is an 
open-ended contract. It must be in 
written form, indicating in particular: 
1. The qualification of the wage-
earner, 
2. The elements of pay, 
3. The annual minimum duration of 
work of the wage-earner, 
4. The periods during which he/she 
works, 
5. The break-down of working hours 
within these periods. 
The hours over and above the an-
nual duration fixed in the contract 
cannot exceed one quarter of this 
time. 
In cases where the nature of the ac-
tivity does not enable the periods of 
work and the break-down of the 
working hours within these periods 
to be clearly specified, the collective 
agreement determines what adapta-
tions are necessary. This covers in 
particular the conditions under 
which the wage-earner can refuse 
the dates and the hours of work be-
ing proposed to him. 
Wage-earners with an intermittent 
employment contract have the same 
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rights as those working full time 
without prejudice, as regards collec-
tive agreement rights, to the specific 
restrictive clauses provided by the 
agreement or the extended agree-
ment. 
As regards determining rights con-
nected with seniority, periods of 
non-work are taken fully into ac-
count. 
(iii) Extension of part-time early retire-
ment: In regions or for occupations 
facing or threatened by a serious 
imbalance in employment, special 
allowances can be given to certain 
categories of older workers. These 
require the signing of an agreement 
for these older workers when it is 
proven that they are unsuitable for 
requalifying measures or that the 
situation of the enterprise leads 
to changing their job, with their 
agreement, from full time to part-
time. 
This possibility of part-time early re-
tirement has until now depended on 
the enterprise's commitment to 
maintain numbers employed. From 
now on, even in cases of reductions 
in numbers, wage-earners aged 
over 56 years have the opportunity 
of keeping part-time employment, 
the pay for which will be topped up 
by special allowances. 
spond to 12 times the national minimum 
wage for each job created. 
The programme covers 2 000 work-
ers in 1986, which should be extended 
to 4 200 in 1987. 
Portugal: Open-ended 
employment contracts 
In October 1986 a programme has 
been started to encourage enterprises 
to create permanent jobs for young peo-
ple aged less than 25 years and the 
long-term unemployed of more than 25 
years. Co-financed by the European So-
cial Fund, it is managed by IEFP, the 
employment and vocational training in-
stitute. 
The programme provides grants to 
enterprises which present investment 
projects which are technically, economi-
cally and financially viable. Grants corre-
United Kingdom: Reform of 
the wages council system 
The Wages Act 1986 received Royal 
Assent on 25 July 1986. In addition to 
repealing legislation giving manual 
workers the right to insist on payment in 
cash, and modernizing the law on de-
ductions from wages, it is a major dere-
gulated and job-promoting measure 
through the reforms it makes to the 
wages council system. 
Wages councils set minimum re-
muneration for over 2 million workers in 
26 different trades, mostly in the service 
industries. Under previous legislation 
they were empowered to fix whatever 
minimum terms and conditions they 
wished. Although in practice they con-
fined themselves to regulating pay, holi-
days and holiday pay, their Orders con-
tained a great number of statutorily en-
forceable details leading to complex 
problems of interpretation and applica-
tion. Because of the concern it felt about 
the way in which the system imposed 
burdens on employers and inhibited 
employment, especially for young peo-
ple, the government suggested in a con-
sultative exercise that the system had to 
be either drastically reformed or abol-
ished. The consultative exercise demon-
strated that the majority of industries al-
ready within the system felt that it 
should be retained but reformed on the 
lines that the government had pro-
posed. These reforms are reflected in 
the new legislation. 
Young people under 21 are now no 
longer covered by wages council regu-
lation. In the future, employers will be 
able to offer them jobs at wages which 
reflect their level of training and experi-
ence and which young people are pre-
pared to accept. This will do much to 
enable young people to get a foothold 
on the ladder of employment and so im-
prove their long-term prospects. About 
500 000 young workers are affected. 
For workers of 21 and over, the 
wages council Orders are to be greatly 
simplified. Wages councils are now lim-
ited to fixing the two central elements of 
pay — a basic minimum hourly rate and 
an overtime rate (and of course the point 
at which overtime should start), and a 
limit on charges an employer can make 
in certain circumstances for accommo-
dation he provides. 
Other matters such as holiday pay 
and entitlements will be for direct settle-
ment between employers and workers, 
as happens in the rest of industry. 
Another important change to the 
wages council system is that councils 
must now consider the impact on jobs 
of the minimum rates they set. In the fu-
ture they will have to take account — 
along with other factors they consider 
appropriate — of the effect of any rate 
they set on the level of employment of 
the workers concerned and particularly 
among the workers in areas of the coun-
try where pay is below the national aver-
age for such workers. 
In addition to these changes, the 
government will be able to vary the 
boundaries and coverage of the coun-
cils more freely; for example, individual 
employers or groups of workers 
covered by special employment 
schemes could be removed from scope, 
though the Secretary of State must have 
regard for the current levels of pay 
among workers affected and undertake 
consultations before seeking parliamen-
tary approval for such changes. 
The provision to exclude young peo-
ple from the system came into operation 
immediately on Royal Assent. The intro-
duction of the new simpler Wages Or-
ders for those aged 21 and over will be 
phased over a period ending in July 
1987. 
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Special categories 
of workers: 
long-term 
unemployed 
Belgium: Recent 
developments 
An examination of the structure of 
long-term unemployment in Belgium 
shows that specific groups experience 
particularly lengthy periods of inactivity. 
At the end of June 1986 more than 73% 
of unemployed females had been out of 
work for more than one year, a figure 
which rose to 85% for the partly or se-
verely disabled. 
The risks of experiencing long-term 
unemployment also vary according to 
the level of training. The proportion of 
young people who have not gone further 
than primary or lower secondary educa-
tion increases as the periods of being 
out of work get longer: from being 52% 
of the young who have been out of work 
for less than one year, it rises to 73% of 
the young who have been unemployed 
for more than two years. 
Early retirement 
The early retirement scheme by col-
lective agreement enables older work-
ers who are about to be made redun-
dant to opt for early retirement. 
This early retirement scheme was 
originally collective (work) agreement 
No 17 of 19 December 1974 (official ga-
zette (MB) of 31 January 1975). It has 
been amended several times, the last 
being by Royal Decree No 443 of 14 Au-
gust 1986 (MB of 30 August 1986) and 
Royal Decree of 20 August 1986 (MB of 
10 September 1986). It provides for ap-
plying to older redundant workers a 
more advantageous unemployment 
regulation and granting them a sup-
plementary allowance which has to be 
paid by their last employer. 
To be able to claim an early retire-
ment, the older worker must be made 
redundant by an enterprise which is 
bound by a collective (work) agreement 
dealing with early retirement. These 
agreements can be at the national, in-
dustry or enterprise level. The age limit 
is specified In the agreement. 
However, collective agreements filed 
at the record office of the collective rela-
tions service of the Ministry of Employ-
ment and Labour after 31 May 1986 can-
not provide for early retirement for work-
ers aged less than 57 years. 
Beneficiaries of an early retirement 
by collective agreement must also fulfil 
specific conditions as regards length of 
service: 5 years in the same enterprise, 
or 10 years (over a period of 15) in the 
same industry or 20 years as a wage-
earner. 
Workers taking an early retirement 
have neither to sign on daily nor to be 
registered as a job-seeker. They con-
tinue to receive unemployment benefits 
calculated at the rate of 60% provided 
that their employer Is committed to re-
placing the early retirer for a 36-month 
period by an unemployed person or a 
beneficiary of the 'minimum means of 
existence' who has at least the same 
number of working hours as the early re-
tirer. 
Derogations are foreseen for work-
ers made redundant by an enterprise 
which is in trouble or experiencing ex-
ceptionally unfavourable circum-
stances. For workers belonging to an 
enterprise recognized as such by the 
Ministry of Employment and Labour, the 
minimum age is brought down to 50 
years and there is no replacement re-
quirement. 
Actions to reintegrate LTUs into 
working life 
1. The third work circuit, TCT (Royal 
Decree No 25 of 24 March 1982, MB of 
26 March 1982) consists of the State 
providing at its expense, while fully re-
specting the prerogatives of the tradi-
tional networks of public and private 
jobs, new and lasting jobs. These are to 
carry out tasks which must at the same 
time meet a need in the non-market sec-
tor and enable the recruitment of long-
term unemployed persons. 
To be able to benefit from this meas-
ure, a person must be fully unemployed 
and receiving benefit for at least two of 
the last four years. Since the coming 
into force of the Law of 1 August 1985 
(MB of 6 August 1985), the jobs created 
by the TCT can also be taken up by: 
(i) a fully unemployed person in receipt 
of benefit of at least 40 years of age 
who is living alone or under the 
same roof with persons having no 
resources or whose sole resources 
are social security or social assist-
ance allowances; 
(li) a recipient of the minimum means of 
existence, of at least 40 years of age 
who is living alone or under the 
same roof with persons having no 
resources or whose sole resources 
are social security or social assist-
ance allowances. 
The job performed must: 
(a) be permanent (hence contracts are 
not limited in time), 
(b) be of public or social utility or cul-
tural interest, 
(c) not be for profit, 
(d) meet collective needs which would 
not otherwise have been satisfied. 
Workers are bound by an open-
ended full-time or part-time employment 
contract as a worker or employee. The 
State covers the pay and the social se-
curity contributions for the entire period 
of employment. 
2. The purpose of the Interdepart-
mental Budgetary Fund for Promoting 
Employment is to encourage job crea-
tion in the non-market sector by means 
of financial support. 
The new jobs created in this way 
must be such as to improve both quanti-
tatively and qualitatively, in Belgium or in 
a developing country, the services 
which the promoters are in charge of. 
These promoters can be the State, the 
(Belgian) communities or the regions 
with the exception of teaching. 
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To be able to be hired with the finan-
cial backing of this Fund, a person must, 
at the time of being recruited, have been 
wholly unemployed and in recepii of 
benefit for at elast a year or have been 
unemployed one year of the last four. 
Evaluation of the L TU aid 
measures 
Workers hired through these LTU 
aid measures presumably enable the 
overall level of employment to be in-
creased since these jobs cannot dis-
place other jobs created by the same 
employer or subsidized by the same 
authority. 
The LTUs are put back into contact 
with the world of work and can thus pre-
serve their working skills. It would also 
seem that some 20% of those employed 
by the TCT subsequently move back 
into a normal job. 
Furthermore, these systems enable 
more positive use to be made of the 
money earmarked for unemployment 
compensation. 
Statistical data 
Early retirement by collective 
agreement 
Numbers of beneficiaries: 
1984 
1985 
July 1986 
83 500 
97 500 
115 400 
Third work circuit 
Numbers of beneficiaries 
(annual average): 
1983: 7 600 
1984:19 500 
1985:26 500 
August 1986:34 859 
France: Training and help 
for reintegration 
Supplementing the youth employ-
ment emergency plan which is based 
upon alternance training and easing cor-
porate charges, the government de-
cided to bring in a new programme for 
the long-term unemployed. It consists of 
training and helping the reintegration 
into working life of some 107 500 per-
sons. This number consists of 60 000 
training periods for young people aged 
between 18 and 25 years and 45 700 
training periods for adults. 
A. Actions for young people 
The target groups of activities for 
young people are: 
(i) Young people aged from 16 to 18 
years who left school at the lowest 
levels (35 000 traineeships). 
(ii) Young people aged from 18 to 25 
years who are looking for their first 
job having had a very low level of in-
itial training (25 000 traineeships). 
(iii) Long-term unemployed young peo-
ple aged from 18 to 25 years who 
are looking for their first job. 
The average duration of these train-
eeships must be 6 months, consisting 
of 550 hours of training and 2 months 
within the enterprise, the exact structure 
of which is decided upon according to 
the characteristics of the beneficiaries. 
B. Activities for adults 
The activities for the adults con-
cerned are divided up between the fol-
lowing: 
(i) 10 000 National Employment Fund 
traineeships for the long-term unem-
ployed. These traineeships are 
either short (300 hours) or 'long' 
(600 hours). 
(ii) Modular training: 29 500 trainees, 
each receiving on average 550 
hours training. 
(iii) Upgrading activities ('actions de 
mise à niveau'): 4 000 trainees with 
the average traineeship lasting 700 
hours. 
(iv) Local programmes for integrating 
women living alone: 4 000 trainees. 
The 'départemental' authorities have 
been invited to ensure that for the whole 
of these activities, for young people and 
adults alike, at least 40 hours training is 
provided in the new technologies. 
Ireland: New initiatives 
Three new initiatives to help the 
long-term unemployed have recently 
been introduced. They are: 
(i) job search, 
(ii) part-time allowance, and 
(iii) educational opportunities pro-
gramme. 
The programmes are at present op-
erating on a pilot basis in a number of 
locations, around the country. 
The job search programme is de-
signed to improve the job-searching 
skills of the long-term unemployed. Par-
ticipants are invited to join a job search 
group where, over a period of four 
weeks, they receive coaching in how to 
look for jobs more effictively. During this 
period, all necessary job-searching fa-
cilities (postage, telephones, typewriters 
etc.) are provided free of charge, while in 
certain cases expenses will be paid to 
cover the cost of travelling to job inter-
views. Participants will continue to re-
ceive their normal unemployment pay 
entitlements during the duration of the 
programme. 
The part-time job allowance scheme 
allows persons who have been unem-
ployed for more than 12 months to take 
up a part-time job while continuing to re-
ceive a special allowance. The allow-
ance amounts to IRL 25 per week for a 
single person and IRL 40 per week for a 
married person, and is payable to any 
person who works part-time up to a 
maximum of 24 hours per week. Earn-
ings derived from the part-time employ-
ment do not affect payment of the allow-
ance, but the employment must be for 
less than 24 hours a week. Participants 
in the scheme are still required to regis-
ter once a week at their local employ-
ment exchange and produce a regular 
employer's statement of the weekly 
hours worked. 
The educational opportunities 
scheme allows long-term unemployed 
persons over the age of 25 to pursue a 
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full-time education course for one year. 
The scheme, which is operated in con-
junction with the National Manpower 
Service and local Vocational Education 
Committees (VECs) is intended to give 
people a chance to study a range of 
Leaving Certificate subjects. Those per-
sons who avail themselves of the 
scheme are paid an allowance equiva-
lent to their normal welfare entitlements. 
An integral feature of the three pilot 
programmes will be a continuous evalu-
ation by independent experts. In the 
light of the evaluation the government 
will decide whether the balance be-
tween costs and benefits is such that 
the schemes should be launched na-
tionwide and legislated for as statutory 
entitlements for the long-term unem-
ployed. 
Netherlands: MLW measure 
in force 
Under the MLW, the scheme for the 
long-term unemployed, employers are 
exempt for a specified period from pay-
ing social security contributions if, be-
tween 1 October 1986 and 31 December 
1987, they contractually hire a LTU 
either for an indefinite period or for a 
fixed term of at least two years' duration. 
The contract must provide for an aver-
age work week of 15 hours and collec-
tively agreed wages or, failing that, the 
statuory minimum wage. The unem-
ployed person to be hired must have 
been registered as a job seeker at the 
employment office for a continuous pe-
riod of more than three years and must 
be at least 21 years of age. The director 
of the regional employment office (GAB) 
can authorize a person who has not 
been registered as a job seeker to ben-
efit from this measure provided that 
he/she can prove to have been unem-
ployed for more than three years and to 
be actively looking for a job. 
The exemption from employers' con-
tributions lasts for the duration of the 
employment contract up to a maximum 
of four years. In order to be granted 
such an exemption, a declaration by the 
director of the GAB is required. A num-
ber of specific clauses have been in-
cluded in the scheme to prevent regular 
workers from being displaced by the 
long-term unemployed. For instance, 
the director of the GAB would not issue 
the declaration if the employer had 
made other workers redundant (dis-
missed them for 'business economic' 
reasons) in the six months preceding 
the recruitment. 
The employer will be able to claim 
an allowance of HFL 4 000 for each per-
son taken on under the scheme to cover 
the costs of training and accompanying 
support, provided he has drawn up a 
retraining programme which has been 
approved by the director of the GAB. 
Portugal: Temporary work 
programmes 
These programmes aim to improve 
temporarily the unemployment situation 
of special categories of workers, notably 
the long-term unemployed and the sea-
sonally unemployed. Two types of pro-
grammes are currently in operation: 
(i) A special programme for the long-
term unemployed aged at least 25 
years (ATD) seeks to provide them 
with temporary employment (6 
months) in community activities (DN 
of 19 June 1986). The programme is 
co-financed by the European Social 
Fund. The amount of money ear-
marked for each worker corre-
sponds to the amount of the mini-
mum national wage during a 40-
hour working week. This programme 
was started in 1986. Its enlargement 
to 14 000 workers is foreseen for 
1987. 
(¡i) Programmes for seasonally unem-
ployed persons (DN No 86/85 of 2 
September 1986 and DN No 76/86 
of 29 August 1986), the duration of 
which corresponds to the low sea-
son periods determined by the re-
spective regions. These pro-
grammes are developed by the local 
authorities, public services, 'social 
solidarity' or public utility bodies 
and public, private and cooperative 
enterprises. Financial support from 
IEFP (the national employment and 
vocational training institute) varies, 
with the maximum corresponding to 
the whole of the remuneration of 
workers in the regions facing the 
most problems. These programmes 
have so far been carried out in li-
mited areas, reaching 5 000 persons 
in 1986. This number should be in-
creased to 12 000 in 1987. 
Special categories 
of workers: Youth 
Netherlands: Youth 
employment guarantee 
scheme 
A scheme enabling young people to 
be guaranteed a job is being prepared. 
Its purpose is to replace the income 
guarantee with a view to fostering the in-
tegration of school-leavers in the regular 
labour market. 
By means of this scheme the Minis-
ter of Social Affairs and Employment 
wants to guarantee all under 21-year 
olds a job if they have been unable to 
find one within six months. 
The original Intention was to discon-
tinue the entitlement of all under 21-year 
olds to social assistance under the 
State group regulations for unemployed 
workers (RWW) and replace it by a job 
and/or training guarantee. In the mean-
time, the plan of a training guarantee 
has been withdrawn. 
For the time being the minister is 
taking the line that this scheme will en-
able a much narrower interpretation to 
be given to the concept of 'suitable 
work'. In principle, every place selected 
will be considered suitable. Since the 
target-group tends to consist of young 
persons who have little or no work ex-
perience, attention will have to be fo-
cused on whether the job content is in 
line with the candidate's level of training. 
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Since training plays an important 
part in integration prospects, the supply 
of training for this target group will be 
particularly fostered. 
United Kingdom: The New 
Workers Scheme 
A number of schemes designed to 
alleviate the problem of youth unem-
ployment are current. YTS provides the 
opportunity of 2 years training for school 
leavers, thus preparing young people 
for their first full time job. In order to en-
courage employers to provide junior 
posts to under 21-year olds, the New 
Workers Scheme offers a UKL 15 a 
week payment in respect of each eligi-
ble employee in a suitable job. The pay-
ments, although not directly a contribu-
tion towards wage costs, will, in effect, 
offset the expense to an employer of hir-
ing a young worker. 
The purpose of the scheme is not 
just to create job opportunities for 
young people in the short term. The 
government's aim is to change employ-
ment patterns in the long term, so that 
under 21-year olds will once again form 
a significant proportion of the labour 
force. To achieve this long term aim, 
wage limits have been incorporated into 
NWS, which will encourage employers 
to pay realistic wages to young people. 
The limits have been set according to 
the employee's age on the day the job 
starts; young people aged 19 and under 
can be paid UKL 55 or less, and those 
aged 20 can be paid UKL 65 or less. 
The New Workers Scheme takes 
over from the Young Workers Scheme 
which covered jobs started on or before 
31 March 1986. YWS was designed to 
help under 18-year olds find full time 
employment, but with the extension of 
YTS to a 2-year course, provision was 
already made for this group of young 
people. The government wished to con-
tinue supplying aid for young people 
searching for their first jobs, but without 
interfering with their training opportuni-
ties. Using the experience gained from 
YWS, and the proposals for 2-year YTS 
a new scheme was designed for under 
21-year olds. 
To ensure that there is as little con-
flict as possible between YTS and the 
New Workers Scheme, it is a condition 
of the scheme that young people have 
no entitlement to YTS training remaining 
when they start the job to be supported. 
Another eligibility requirement for em-
ployees is that they have not worked for 
more than an aggregate period of 52 
weeks in a job or series of jobs since 
leaving full time education or a govern-
ment sponsored training scheme. Thus 
the scheme is focused on young people 
who are struggling to find their niche in 
the labour market, having completed a 
period of training. 
The scheme will be operative 
throughout Great Britain for jobs started 
on or after 1 April 1986, and a similar 
scheme is to be introduced in Northern 
Ireland. All employment sectors are eli-
gible for support except public sen/ices 
and domestic households. The only re-
quirements regarding the job itself are 
that it should average 35 paid hours per 
week, and be expected to last a mini-
mum of 52 weeks. 
Support in respect of any one em-
ployee can be given for a maximum pe-
riod of 52 weeks, providing that no pay-
ments have been made previously in re-
spect of that young person under either 
NWS or YWS. If some payments have 
previously been made the residual peri-
ods may be claimed by a new employer 
providing that all the conditions of the 
scheme are still satisfied. 
NWS will be a worthwile successor 
to YWS, and will complement 2-year 
YTS helping young people along their 
path from school, through training and 
into full time employment. 
Placement 
Germany: Trans-border 
placement 
Job seekers living near the Franco-
German border can now receive infor-
mation on job offers across the border 
from their own labour office. This is the 
outcome of an agreement signed in 
Strasbourg between the director-gen-
eral of the French (ANPE) and the presi-
dent of the German (BA) employment 
bodies. 
There are currently some 17 000 
cross-border commuters in both direc-
tions between France and Germany. 
The legal basis for this is the freedom of 
movement Order of the European Com-
munity. On this basis and following an 
EC Commission initiative, France and 
Germany had already in 1982 and 1983 
declared their willingness to exchange 
job offers in the border areas of Alsace-
Lorraine, Rhineland-Palatinate-Saarland 
and Baden-Württemberg. 
The job offer exchange was agreed 
between the employment offices of 
Strasbourg (West) and Wissembourg, 
on the French side, and of Offenburg, 
Rastatt, Karlsruhe, Pirmasens and Land-
au, on the German. It was tested over a 
one-year period during which no major 
problems arose. Cooperation between 
the French and German employment of-
fices went off without any major hitches, 
difficulties only arising when interested 
job seekers did not have sufficient mas-
tery of the foreign language in question. 
Job offers are filmed in an anony-
mous form on microfiche. The job seek-
ers can draw on the information by 
means of microfilm readers at the em-
ployment offices indicated above. Office 
staff in both countries have in addition 
all important information such as the 
names of the firms, contact persons and 
pay, on the screen. In this way jobs of-
fered could be filled during the test pe-
riod with job seekers from France and 
Germany. The range of occupations ex-
tended from highly skilled workers in 
the engineering industry, such as turn-
ers, lathe operators, welders and me-
chanics through to service occupations 
such as sales personnel and interpre-
ters. 
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Spain: New structure for 
public employment services 
INEM is the national employment in-
stitute which is entrusted with adminis-
tering employment policy: placement, 
vocational training and guidance, em-
ployment incentives and unemployment 
benefits. It is an autonomous body 
linked with the Ministry of Labour and 
Social Security by the General Secretar-
iat for Employment and Industrial Rela-
tions. By Royal Decree 1458/1986 (BOE 
of 16 July) it has been significantly re-
structured. 
The main changes brought in at 
present by the reform concern the cen-
tral structure depending on the Directo-
rate-General of INEM. Whereas previ-
ously there were 5 sub-directorates, 
there are now 7: resources manage-
ment, economic and budgetary man-
agement, technical service, information 
and statistics, employment promotion, 
management of vocational training and 
indemnification. This change bears wit-
ness to the absolute priority given to 
INEM of carrying out administrative and 
executive functions which are clearly 
distinguished from other central mana-
gerial functions such as the Directorate-
General for Employment which is en-
trusted with designing, programming 
and setting out regulations, evaluations 
and the follow-up of employment policy. 
In fact, the reform is the first step in 
the process for bringing about en-
hanced management by specially 
trained staff endowed with appropriate 
computerized tools. Staff are specially 
trained for their tasks of training, guid-
ance, employment promotion, and man-
agement of manpower movements. All 
these tasks are carried out within the 
guidelines drafted by the Ministry of La-
bour according to the action and control 
criteria defined by INEM's governing 
bodies, i.e. the General Council and the 
Executive Committee. These two are tri-
partite bodies with trade union, em-
ployer and public administration rep-
resentation, a structure which is also 
found in the executive committees 
within the regions. 
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Introduction 
This survey of events in the field of 
the social implications of technological 
change in the period summer­autumn 
1986, covers three main aspects. First, 
government policies addressed to new 
technology sectors and related educa­
tion requirements. Common issues of 
debate in many countries are the priority 
to be given to different types of mea­
sures, particularly the choice between 
direct and indirect support to industry, 
and the role of public procurement pol­
icy. Moreover, increasing interest is de­
veloping towards technology assess­
ment. The changes occurring in the te­
lecommunications sector are briefly 
mentioned, since they are likely to have 
important implications for the structure 
of the sector and for employment in Eu­
rope. 
The second section is on the atti­
tudes of the two sides of industry. Main 
events to be observed are the debates 
and policy re­considerations taking 
place in the trade union movement in 
several countries, since technological 
change upsets traditional demarcation 
lines and leads to the emergence of 
new problems and needs. Some import­
ant collective agreements have been 
signed in this period in Italy, in both 
State­owned and private firms, which 
contain a number of innovative mea­
sures in the field of workers' information 
and consultation on the introduction of 
new technologies. 
Finally, the last section reports on 
studies and surveys. In many countries 
information technology sectors appear 
to perform much better than manufactur­
ing industry in general, and in several 
countries surveys have been recently 
carried out on the number and utilization 
of robots and computers. Specific atten­
tion is given to the information technol­
ogy market situation in Spain and Portu­
gal, covered for the first time in our sur­
veys. The studies on employment have 
recently become somewhat more opti­
mistic, pointing more to the shortages of 
specific skills than to the negative em­
ployment effects cf technological inno­
vation, thanks, probably, to the im­
proved economic situation in most 
countries. A matter of concern remains, 
in the field of working conditions, the 
work on VDUs (video display units): 
both trade unions and public institutions 
continue to analyse the problem and 
some proposals are being put forward 
where no regulation yet exists. 
I. Government 
policies 
1. Promotion of R&D 
In June 1986 the Danish Govern­
ment presented an 'Action plan for re­
search and development', with the fol­
lowing objectives: — to double the total 
funds for research as a percentage of 
the national product by the end of 1990; 
— to improve national infrastructure; — 
to ensure the promotion of promising 
fields of research; — to ensure that 
highly qualified researchers will be avail­
able to companies and research institu­
tions. DKR 1 400 million of public funds 
have been allocated to the programme 
for the period 1986—90, and the govern­
ment expects that they will be supple­
mented by DKR 4 ­ 5 000 million in­
vested by private companies2 
In the framework of the Spanish 'Na­
tional electronics and informatics plan' 
(Plan Electrónico e Informatico Na­
cional­PEIN);3 a sub­plan on advanced 
industrial automation (Plan de Automati­
zación Avanzada­PAUTA) was approved 
' Prepared by the Commission on the basis of in­
formation provided by the EPOS network ol 
correspondents on new information technolo­
gies, which comprises the following experts: G. 
Valenduc (B), J. Reese (D), N. Bjørn­Andersen 
(Dk), J. I. Palacio Morena (E), B. Quelin and 
N. Azulay (F), M. Nikolinakos (GR), M. 
E. J. O'kelly (IRL), B. Ingrao (I), C. Rottländer­
Meijer and D. Van Der Werf (NL), L. Tadeu Al­
meida (Ρ), T. Brady (Uk). Coordinator for the 
Commission: A. S. Piergrossi. 
' Regeringens Handlingsplan lor Forskning og 
Udvikling, May 1986. 
' For details on the PEIN, and for a description ol 
the situation in Spain, see New technology and 
social change in Spain and Portugal, Supple­
ment to Social Europe, 1987 
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in 1985 and started its implementation 
phase. Its basic aims are: promoting the 
use of flexible manufacturing technolo-
gies in Spanish industry and generating 
basic technologies, products and appli-
cation technologies that advanced auto-
mation requires, so that a competitive 
supply of these products can be gen-
erated by Spanish industry. Total finan-
cing is PTA 5 205 million for the period 
1985—88, to be borne partly by the Min-
istry of Industry and Energy, partly by 
the Ministry of Education and Science, 
and partly by companies' contributions. 
The plan covers the whole range of ac-
tivities in industrial automation, from the 
development of basic technologies, to 
the development of industrial technolo-
gies, to the diffusion of industrial net-
works. A training component is also in-
cluded, addressed to research person-
nel, manufacturing engineers and tech-
nical staff, and production managers.' 
Some fiscal measures were decided 
by the Belgian Government on 5 De-
cember 1986 to encourage research 
and innovation in the enterprises. They 
raise the share of tax-exempt profits to 
25% of R&D Investment, Including non-
material investment and R&D invest-
ment made by research centres of the 
enterprises. Consultative committees, 
both at national and at regional level, are 
assessing the effectiveness of fiscal 
measures, which are criticized by the 
trade unions and by some employers' 
federations. These would prefer dlret 
support measures for R&D, rather than 
fiscal exemptions. 
In the Netherlands, HFL 4 100 million 
have been allocated to R&D pro-
grammes under the 1987 budget, which 
raises government R&D expenditure to 
2.2% of GNP, still 0.5 percentage points 
below the OECD norm of 2.7%. The in-
crease In the budget is accompanied by 
a shift in favour of applications of infor-
mation technology. Among ongoing pro-
grammes, an evaluation of Instir (Innova-
tion stimulation regulation) for the period 
October 1984—March 1985 was pre-
sented by the Ministry of Economic Af-
fairs in September 1986. It shows that 
small and medium-sized firms have 
much more use of Instir than larger 
firms. In August, the Council for Informa-
tion Technology (RIT) was installed, in 
which 24 firms in EDP industry and ser-
Ministerio de Industria y Energia, Plan de Auto-
matización Industrial Avanzada, Madrid. 1985. 
Copyright D. Maillac/R. E. A. 
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vices are represented. Among its tasks, 
the RIT will fulfil an intermediary role be-
tween government and the business 
world in the framework of the Informatics 
stimulation plan (INSP), i.e. a forum 
where INSP projects are developed and 
supported. Another committee, the 'Ad-
visory Committee for Technology Pol-
icy', chaired by the former president of 
Philips, was established in September. 
It has the task of advising the Ministry of 
Economic Affairs on technology policy 
and particularly on government instru-
ments to stimulate research, on public 
procurement policy, on the relationship 
between innovation and the education 
system, on the problem of shortage of 
qualified personnel. 
In Italy, the president of the National 
Research Council CNR presented, in 
September 1986, the annual 'General re-
port on the state of scientific and tech-
nological research in Italy'. Expenditure 
for scientific and technological research 
is estimated to have risen from 
9 245 000 million LIT in 1985 to LIT 
11 173 000 million in 1986, with a real 
rate of growth of about 14%. In 1986 na-
tional research expenditure thus ac-
counted for 1.46% of GDP. According to 
the report's estimates, 17% of total ex-
penditure went into fundamental re-
search, 40% into applied research, and 
42% into development. Public adminis-
tration accounted for 48.9% of total ex-
penditure, private firms for 31.2%, the re-
mainder having being spent by firms un-
der public control. As far as future plans 
are concerned, 10 new 'finalized pro-
jects' should become operational in 
1987: they include 'robotics', 'telecom-
munications' and 'electro-optical tech-
nologies'. A problem stressed at the 
presentation of the report was the per-
sistent gap in scientific research be-
tween the north and the south of the 
country. From the data bank on scien-
tific and technological research created 
by the CNR in the south it emerges that 
the southern regions account for only 
8% of the national number of research-
ers, that is no more than 9 000 persons, 
almost totally employed by the public 
administration. As a matter of fact, only 
5% of the total number of researchers in 
the south are employed in firms (both 
public and private), while in the north the 
corresponding figure is 50%. These 
data show how difficult it will be to 
Implement the target of devoting 40% of 
public research funds to southern re-
gions. 
The Greek Government Council on 
Informatics, whose establishment was 
announced in previous surveys,' held Its 
first meeting in July 1986, with the parti-
cipation of the Ministers for National 
Economy, Industry Research and Tech-
nology, Finance, Education, Transport 
and Communication, and National De-
fence. At the meeting, the Prime Minister 
gave a detailed account of the techno-
logical developments in the last 40 
years and of the Importance of informa-
tion technology for the development of 
the Greek economy; he stressed the 
risk, more importam than in the case of 
traditional technologies, of the creation 
of monopolistic centres of production 
and distribution of technology world-
wide, with the undesired consequence 
for smaller countries in the periphery of 
the world economy to become more de-
pendent on the metropolitan centres. He 
put forward a number of policy lines to 
be followed by Greece in order to catch 
up in the area of informatics, namely: full 
knowledge of the developments world-
wide; selective application of informatics 
in education, information, production 
and administration; the formulation of 
rules, incentives and prerequisites for 
the utilization of the existing potential; 
the division of labour among the various 
sectors of the economy; State initiative 
to transfer and acquire technology; the 
promotion of the necessary measures 
and institutions to overcome the nega-
tive effects of the Introduction of infor-
matics; the awareness of citizens of the 
structural changes expected from tech-
nological developments. 
In September 1986, a report on the 
public bodies and institutions support-
ing the development of the French infor-
mation technology industry, prepared 
by the former president of CII-HB 
J. P. Brulé, was presented to the French 
Minister for Industry. According to the 
report, the amount of public expenditure 
allocated to information technology 
studies (excluding Ministry of Defence 
and BULL), i.e. FF 2 400 million in 1985, 
is a comparable amount to that spent in 
the FRG or in the UK for similar pur-
poses, and should not be decreased. Of 
this total, in 1985, 36% went to public re-
search institutes, 33% to State enter-
prises, and only 16% to private industry. 
Overall, small and medium-sized enter-
prises receive less than 5%. The report 
criticizes this distribution of expenditure, 
and proposes, in the first place, to abol-
ish a number of public bodies. More-
over, the way the money is spent is not 
considered the most effective. One of 
the proposals it puts forward is to re-
place direct aids to industry by indirect 
forms of support, such as fiscal mea-
sures, or joint research programmes as-
sociating several enterprises, like those 
in existence in Japan, the USA and the 
UK. The government has implemented 
the first suggestion, namely to abolish 
some public institutes.2 
In the field of technology assess-
ment, two new initiatives can be men-
tioned. In July 1986, the UK Government 
chief scientific adviser announced the 
establishment of a new Cabinet Office 
unit to assess the economic value of re-
search and development programmes 
funded by the government. This Science 
and Technology Assessment Office will 
complement the work of Acard (the Ad-
visory Council for Applied Research and 
Development); it will be made up of pro-
fessional staff and will make independ-
ent assessment of the economic returns 
expected from R&D programmes. In the 
Netherlands, the Minister for Education 
and Science inaugurated in October 
1986 a new Steering Group for the Or-
ganization of Technology Assessment; 
leading scientific organizations were 
asked to provide members. Technology 
assessment is now also promoted in 
university circles, with the first post-doc-
toral course being organized by the In-
teruniversity Group for TA (Internationaal 
Overleg Technologisch Aspectenonder-
zoek). 
' See Social Europe. No 1/1986 and No 3/1986. 
; See below, the chapter on industrial policy. 
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2. Industrial policy 
The changes being implemented by 
the French Government in industrial pol­
icy are having some repercussions also 
in the information technology sectors. 
On the occasion of the 1986 SICOB (In­
ternational Office Automation Fair), the 
French Prime Minister declared that the 
French information­technology industry 
no longer needed protection from the 
State, although it still needed support. 
The options outlined include two sets of 
measures in the first place. First, three of 
the public bodies which support de­
mand or help the diffusion of information 
technology are being abolished; they 
are the 'Centre Mondial de l'informa­
tique', deemed not to have obtained any 
result; the 'Agence de l'Informatique', 
whose tasks are believed to be no 
longer needed; and the 'Mission à l'in­
formatique'. The abolition of the latter is 
linked to the second set of measures, 
i.e. the autonomy granted to State enter­
prises and public administrations in 
their procurement policy. State enter­
prises will be totally free in their informa­
tion technology policy; administrations 
will be free in their purchases.' 
In Italy, existing legislation to sup­
port industrial Innovation is being re­fin­
anced under the 1987 budget: LIT 
1 400 000 million have been allocated to 
financial support for technological inno­
vation and applied research, evenly 
shared between the innovation fund and 
the applied research fund, both created 
by Law No 46/1982. Special attention 
will be given to financial support for in­
dustrial automation and technology 
transfer, especially towards small and 
medium­sized enterprises, by refinan­
cing the so­called 'Sabatini Act' (No 
1329/1965), which proved one of the 
most effective instruments to support in­
novation investment in small firms. 
Moreover, the Ministry of Industry an­
nounced a new act to promote invest­
ment in automation: it will offer a grant­
in­aid of up to 25% of investment to 
firms investing in automation equipment 
(CAD, CAM, numerically­controlled ma­
chine tools, robot systems and others). 
It will be addressed to small industrial 
firms and to small firms in the services 
sector and will include some novelties, 
in so far as investment in software, con­
sultancy sen/ices, design of projects 
and the training of personnel will also 
be eligible, provided it includes a hard­
ware component. So far, industrial poli­
cies have been restricted to financing 
real investment in equipment and con­
struction. 
Still in Italy, a rather peculiar applica­
tion of information technology for the 
preservation of cultural assets has been 
launched, with the approval in August 
1986 by the Interministerial Committee 
for Economic Planning CIPE of 39 pro­
jects to be financed under what is re­
ferred to as the 'cultural assets act'. The 
projects are aimed at filing cultural as­
sets with the help of new information 
technologies. Young people will be 
hired to implement the projects by the 
companies or agencies involved. They 
will receive advanced on­the­job train­
ing in the relevant techniques. The aim 
of most projects is not only to offer an 
advanced service to improve the cur­
rently poor management of cultural as­
sets, but also to suggest possible profit­
oriented utilizations for the files and 
other material produced within the pro­
jects. Major computer companies and 
software houses are participating. 
In the telecommunications sector, 
the July 1986 agreement between the 
American firm ITT and the European 
holding Eurotel, whose main sharehol­
ders are the French CGE (Compagnie 
Générale d'Electicité) and the Belgian 
Société Générale de Belgique, had rep­
ercussions in several countries. The Eu­
ropean holding has the majority share 
(63%) in the equity of the new joint ven­
ture. For the French CGE, the agree­
ment follows the partially unsuccessful 
agreement with ATT, and the difficulties 
encountered in the takeover of the tele­
communications activities of Thomson. 
Now, the telecommunications activities 
of ITT (some 12 companies in Europe) 
are merged with those of Alcatel­Thom­
son in the new company 'Téléglobal 
Communication Network'. CGE Be­
comes the third French industrial group 
with some 240 000 employees and 60% 
of its activities in telecommunications. 
The implications of this agreement for 
employment are still unknown. The new 
company will have around 150 000 em­
ployees in 75 plants throughout the 
world; the International Metalworkers' 
Federation estimates that some 20 000 
jobs could be lost in Europe if the com­
pany rationalizes production in its Euro­
pean plants.2 
The agreement is of importance also 
for Belgium where, in August 1986, an­
other agreement was announced be­
tween the American company GTE and 
the German Siemens, according to 
which Siemens takes over the public 
switching equipment sector in some Eu­
ropean countries, among which Bel­
gium. Both new companies are candi­
dates for a major contract with the Bel­
gian RTT (Régie des Télégraphes et 
Téléphones), which will extend over the 
next 10 years and is expected to 
amount to between BFR 50 000 and 
170 000 million, according to different 
hypotheses concerning the network and 
the services that it will include. 
As far as the institutional structure is 
concerned, a report prepared by an ex­
pert committee for the State Secretariat 
for PTT, finalized in November 1986, 
supports strongly the principle of a 
State monopoly of all telecommunica­
tions networks, as well as of trans­
mission and switching systems and ba­
sic services, while it accepts the pro­
spect of a partial privatization of termi­
nals and certain advanced services. 
Fundamentally different recommenda­
tions are put forward by a study carried 
out, at the initiative of IBM Belgium, by 
Professors Beaufays and Van Omes­
laghe of the Université Libre de Brux­
elles.3 The study puts forward the pro­
posal for a radical deregulation and pri­
vatization of the network, arguing, among 
other things, that the public procure­
ment policy for digital switching will 
have a marginal impact on employment 
creation. 
Le Monde Informatique, No 248, 22 September 
1986; 01­Hebdo, No 923, 22 September 1986. 
'■ Unions and the ITT­CGE Merger, Geneva, Inter­
national Metalworkers' Federation, September 
1986. 
' Beaufays, Van Omeslaghe, Impact économique 
d'une déréglementation des télécommunica­
tions en Belgique, ULB/IBM, 1986. 
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In the UK, on the other hand, the 
proposed takeover of Plessey by GEC, 
the two largest UK manufacturers of te-
lecommunications and defence elec-
tronics equipment, was blocked by the 
government, following the majority view 
expressed by the Monopolies and 
Mergers Commission' that such a 
merger would have reduced competition 
in the UK defence electronics market. 
The liberalization of the telecommunica-
tions sector has meanwhile continued, 
with the liberalization of all value-added 
services except telex, and with new 
branch system licences allowing com-
panies to make distant calls via their in-
ternal networks at the local rate. Never-
theless, the privatization of British Te-
lecom is still not accepted by all parties 
in the country. In June 1986, the Na-
tional Communication Union (NCU) pub-
lished a report calling for the return of 
British Telecom to public ownership, 
and for the reconstitution of the BT 
board with up to 50% of members rep-
resenting BT workers.2 
The Irish Industrial Development Ag-
ency, IDA is developing a new service 
for industry called technology transfer 
programme. It follows a previous phase 
of IDA's policy, aimed at attracting for-
eign investment to Ireland: in carrying 
out this activity, it was realized that the 
IDA's access to nearly every company 
in the world could be utilized to a far 
greater extent. The technology transfer 
programme is mainly addressed to ma-
ture indigenous companies which need 
advice to identify new products to re-
place obsolete lines. In its contacts with 
foreign companies about locating in Ire-
land, IDA enquires whether there is a 
possibility of producing under licence in 
Ireland, whenever the foreign company 
is not interested In direct investment. 
The response has been surprisingly 
good, so much so that IDA has formal-
ized its approach towards licensing 
through the technology transfer pro-
gramme; it should lead to the important 
goal of increasing the added-value in 
the Irish production process.3 
The Greek Undersecretary of Indus-
try announced the establishment of a 
new company called 'Hellenic Informa-
tion Systems SA', with a majority (75%) 
stake held by the Hellenic Industrial De-
velopment Bank, the rest of equity being 
contributed by the Hellenic Organization 
of Small and Medium-Sized Industries 
and Handicrafts. The new company 
aims at the development and production 
of software and haraware, the develop-
ment of infrastructure for the introduc-
tion of know-how, and the planning and 
evaluation of Information systems. It will 
participate in joint ventures, coordinate 
the supply of components, and enter 
contracts for technology transfer. 
3. Education and vocational 
training policy 
In Belgium, the Ministry of Education 
for the French-speaking part of the 
country is planning to invest BFR 1 000 
million over five years in a project involv-
ing the computerization of the school 
system: in the first phase it will compu-
terize the management of the school 
system, by connecting each school to 
the central administration; in the second 
phase, it will create information technol-
ogy courses in all secondary schools. 
Meanwhile, the Club Athena Technolo-
gies-Education, set up by the French-
speaking Regional Ministry for New 
Technologies, has published the results 
of a survey carried out in firms of the 
Wallonia and Brussels regions, on their 
training needs in relation to new tech-
nologies.4 For all technologies consid-
ered (micro-electronics, EDP, robotics, 
office automation, new materials), peo-
ple with high-school or university-level 
training are most in demand; however, 
for robotics, secondary-level technicians 
are also extensively demanded to work 
on numerical control machines. As far 
as training systems are concerned, the 
firms clearly expressed their preference 
for in-firm training when technologies 
are already in use, and for training by an 
external instructor (usually, the hardware 
producer) in the case of technological 
innovations. Nevertheless, firms de-
mand people with a sound basic train-
ing and a broad technological back-
ground knowledge, who can easily 
adapt to new situations and problems. 
Plans to introduce information tech-
nology in schools are being speeded 
up also in the Netherlands. In May 1986 
the Minister for Education and Science 
announced that all schools in the sec-
ondary general education system would 
receive a software voucher of HFL 2 000. 
This strategy is meant to stimulate pu-
blishers and software producers to de-
velop education software. The vouchers 
will be available in August 1987, imply-
ing a total cost for the Ministry of HFL 
4.5 million. Moreover, it is planned to in-
troduce information technology into the 
ordinary third and fourth year secondary 
school curriculum. Meanwhile, the NIVO 
programme, in which government and 
the business world together supply 
schools with hardware and provide 
teacher training facilities, is raising much 
interest in secondary schools. By June 
1986, 282 schools had joined the first 
phase of the programme. Much discus-
sion went on about the choice of hard-
ware, and eventually three models were 
chosen, compatible with each other. 
Equally successful has been, in the vo-
cational training field, the ISI project for 
those who have just left school and are 
unemployed.5 The project, which offers 
five months of theoretical courses and 
five months of practical training in infor-
matics, is entering its third year. The pri-
vate sector reacted very positively to the 
programme, and many small firms took 
advantage of the scheme to fill vacant 
posts; as a result, more than 60% of the 
students found a permanent job before 
they finished their training. 
In Spain, a new 'national training and 
employment preparation programme' 
(Programa de Formación e Integración 
Ocupacional) was passed in July 1985 
and modified by decree in February 
1986: its basic aims include the devel-
' The General Electric Company pic and The Ples-
sey Company pic: a report on the proposed 
merger, HMSO, 1986. 
2 Returning oí BT to public ownership and con-
trol, NCU, 1986. 
3 Fitzgibbon, F., 'IDA chief unveils plan for new 
technology drive', Irish Business, August 1986. 
' 'La formation aux technologies nouvelles' Bul-
letin Athena, Bruxelles, Ministère de la Région 
Wallonne pour les Technologies Nouvelles, No 
24, October 1986. 
s See Social Europe, No 3/1986. 
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opment of new teaching systems di-
rected at preparing the labour force for 
the new needs resulting from the intro-
duction of new technologies and from 
the innovations in the methods of pro-
duction and business management. 
The 'White Paper on manpower pol-
icy', published in Ireland in September 
1986, puts forward a large number of 
proposals for restructuring present man-
power policy and the social welfare sys-
tem, with particular attention being paid 
to the long-term unemployed. Some of 
the proposals concern training for new 
technologies, namely: the replacement 
of the existing technical assistance 
grants scheme by a more selective 
management and supervisory staff train-
ing scheme which may be targeted to-
wards new technology, and the intro-
duction of new training schemes for the 
relevant new technologies. The propo-
sals are not expected to become law 
until 1987 or 1988.' 
Three Danish municipalities, Struer, 
Agvad and Lemvig in Western Jutland, 
are carrying out an experiment with the 
use of computers to improve the life of 
rural communities. The experiments are 
funded by central and local government 
grants and by a contribution from the 
EEC. 'Telehuse' have been established, 
i.e. local centres where citizens can use 
computers for a variety of purposes, 
such as: education in the use of compu-
ters themselves and of data bases; sup-
port for local companies and advice in 
the training of employees; distance 
learning in connection with the univers-
ity and the Technical School of Aarhus; 
on-line connection with distant experts 
for farmers and dentists who need im-
mediate help and advice. A similar cen-
tre is planned in Brabrand, in a neigh-
bourhood with a large number of unem-
ployed, single-parent families, immi-
grants and young people. The centre is 
expected to provide vocational training 
in new technologies and, as a result, at-
tract companies to settle in the area. 
The Committee on General Education is 
evaluating the first results of the projects 
already started throughout the country. 
In Copenhagen the municipal au- The positions of the Spanish trade 
thorities have established a combined unions with respect to technological in-
employment and education initiative novation have been clearly set out at a 
'Teknologi og Informatikcentret' (Tech-
nology and Informatics Centre), where 
pupils and teachers from primary and 
secondary schools can use computers 
and receive training. The instructors are 
former unemployed who have in turn 
been trained at the centre. Previous ex-
perience shows that 80% of unem-
ployed people who have worked at the 
centre have subsequently found em-
ployment. 
At the level of formal education, the 
Danish Ministry of Education paid an ex-
tra grant to university students in com-
puter science, engineering and biotech-
nology, so that they could carry on stu-
dying during the last summer holidays 
and thus complete their studies faster. 
The reason for this experiment, which 
concerned two universities, is that the 
country badly needs computer scien-
tists, engineers and biotechnologists. 
In the Federal Republic of Germany, 
while the Standing Conference of the 
Ministers for Culture and Education 
(Kultusministerkonferenz) intends to es-
tablish training courses on information 
technologies in all schools, specific 
problems are tackled by less conven-
tional means. Having observed that girls 
showed less interest in learning com-
puting when directly competing with 
boys in the same classes, a women's 
magazine organized a 'computer camp' 
for 160 young women, with the support 
of a DM 80 000 grant from the Federal 
Ministry of Education and Science. 
Within a few days, over 20 000 women 
applied.2 
II. The attitudes of 
the two sides of 
industry towards 
new technologies 
1. Employers and trade 
unions 
number of recent events and in publica-
tions. The UGT (Union General de Trab-
ajadores) discussed the issue on the 
occasion of its XXXIV Congress. UGT 
believes that technological change is an 
unavoidable reality, but calls for supervi-
sion and active control of the introduc-
tion of techniques and investment in 
new technologies. In particular, it puts 
forward a number of conditions, namely: 
that the general lines of technological 
and industrial policy should be agreed 
upon, ensuring effective participation of 
employers and unions; that the econ-
omic and industrial aspects should be 
considered together with the social 
aspects and with the improvement in the 
quality of life; that the introduction of 
new technologies should be conceived 
to promote new processes and new 
products designed in Spain with the 
Spanish and EEC markets in mind, 
since this is the only guarantee that it 
will ensure the creation of new jobs, the 
satisfaction of social needs and a 
greater degree of technological and 
economic independence; finally, that 
R&D projects must include a study of 
the social consequences of new tech-
nologies, including all education and vo-
cational training aspects.3 Various con-
crete measures are proposed, such as: 
the creation of regional support services 
for companies, financial aid and tax re-
lief, the introduction of CAD/CAM sys-
tems and the setting-up of centres for 
the collective use of small and medium-
sized firms, technology procurement 
programmes for the public administra-
tion, concertation of R&D activities by 
grouping together research firms and 
specialized centres. As concerns collec-
tive bargaining, UGT demands prior 
consultation and negotiation in order to 
control the effects of the introduction of 
new technologies; and agreements on 
health and safety at work, training and 
' Osborne, J. 'Main proposals in the White Paper 
on manpower policy', Irish Business, October 
1986. 
2 Frankfurter Rundschau, 10 April 1986, Computer 
Magazin, No 1-2, 1986. 
3 UGT, Politica Sindical, 1986. 
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retraining programmes, and the sharing 
of productivity gains.' 
As far as the other main union, the 
Comisiones Obreras (CCOO), is con-
cerned, its policy is set out in various 
working documents, having as more 
general reference the resolutions of its 
III Congress held in 1984. Since 1981, 
the CCOO have been running a project 
on 'industrial policy and new technolo-
gies' with the participation of union 
members and experts. Like the UGT, the 
CCOO have an open attitude towards 
technological development but believe 
that its effects will depend on national 
economic policy and on the actual way 
in which new technologies are intro-
duced in companies.2 Two basic re-
quirements are set forth in order to 
avoid negative effects: that the existing 
technological dependence be reduced 
and the production of new equipment 
and services and the improvement of 
the quality of products be promoted; 
and that greater resources be invested 
In R&D. To achieve this, the public sec-
tor must take an active and major role, 
and negotiations must take place at two 
levels: between the government and the 
two sides of industry on government 
policy, and between employers and 
workers in technology agreements at 
the level of firms and sectors. These 
agreements should include the early 
provision of information on the equip-
ment to be introduced, the reduction of 
working time, the retraining of workers 
and the new design of jobs, the guaran-
tee that no dismissal will occur as a re-
sult of the introduction of new technolo-
gies, the involvement of the union in 
changes concerning the staff, a ban on 
the utilization of data for purposes of 
control, the protection of the working 
environment and of health, and the des-
tination of the economic benefits pro-
duced by the increase in productivity.3 
For UGTs positions, see also 'UGT ante el Libro 
Blanco de la Reindustrializacion', Economia In-
dustrial, No 232, July-August 1983. 
Confederación Sindical de Comisiones Obre-
ras, 'Ponencias del III Congreso Confederal', 
Madrid, June 1984, in Gaceta Sindical, special 
issue, October 1984. 
! For the recent developments of CCOO's posi-
tion, see the minutes and documents of the 
meetings ol the group of experts and union 
members on 'Nuevas Technologias' of the Con-
federación Sindical de Comisiones Obreras, 
held on 22 May and 25 June 1986. 
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The challenges of the technological 
revolution are producing some changes 
in the Danish trade union structure. 
Three federations, namely those of the 
metalworkers, electricians and sheet-
metal and pipe workers have agreed to 
create a new 'technicians cartel' in order 
to respond to the technological revolu-
tion by education. However, the Semi-
skilled Workers Trade Union (SID) has 
strongly criticized the new cartel, stating 
that the three unions involved are pro-
tecting their own interests and excluding 
other groups. SID suggests that the 
overall education policy should be the 
responsibility of the central federation 
LO. The latter has agreed to prepare a 
joint programme on trade union educa-
tion policy. However, the need for orga-
nizational restructuring is emerging also 
in other areas: thus the National Union 
of Clerical Workers HK has invited ty-
pographers, lithographers, bookbinders 
and journalists, together with HK mem-
bers working with computers, to create 
a new 'media cartel'. Other trade union 
federations have put forward the need 
for new structures, in order to keep up 
with technological developments. 
Equally, the need for education and 
training in new technologies is being 
stressed by several unions and some 
initiatives are being taken. For example, 
the HK has set up a large project in vo-
cational in-service training in information 
technology, offering a wide range of 
courses to its members. By the end of 
1987, 16 educational centres will have 
been established throughout the coun-
try and in 1988 each member will pay an 
annual fee to allow 25 000 members to 
participate in the courses each year. 
Other unions are producing hand-
books for their members to assist them 
with the introduction of new technolo-
gies. The Dansk Kommunalarbejder 
Forbund DKA (Federation of Danish Mu-
nicipality Workers) has published a 
booklet 'Teknologi', to enable its mem-
bers to use the Cooperation Agreement 
and the Technology Agreement' to be-
come involved in technology decisions 
at an early stage. The booklet is primar-
ily aimed at the health and hospital field 
but could also be used in other spheres. 
It stresses that all staff categories 
should be Involved in the decision-mak-
ing process. A handbook has also been 
published by the social workers trade 
union Dansk Socialrådgiverforening, 
where a method for assessing the pos-
sible impact of new technology on the 
work situation is presented. The assess-
ment of technology is based on how it 
responds to the needs of the users and 
how it affects the employment and work-
ing conditions of social workers. 
Some ideas on trade union strategy 
in relation to new technology are set out 
in a number of articles published in the 
Federal Republic of Germany. An article 
by a member of the Economics Institute 
of the trade unions association (Wirt-
schaftswissenschaftliches Institut der 
Gewerkschaften WSI) on information 
technology as a challenge to trade un-
ions, comes to the conclusion that, be-
sides traditional protection against the 
adverse effects of rationalization for em-
ployees, the trade unions have a num-
ber of new tasks, namely: the reduction 
of working time together with qualitative 
changes in work; co-determination at all 
levels of the decision-making process in 
firms and In society; an economic 
framework which allows the involvement 
of the employees and citizens con-
cerned in the control and design of new 
information and communication technol-
ogies.2 
Another article was written by the 
secretary general of the post office 
workers' trade union (Deutsche Postge-
werkschaft). He notes that the trade uni-
ons have concentrated their strategy too 
much on the defence against capital-
oriented strategies, as an answer to the 
economic crisis. He proposes a radical 
change of thinking, which takes more 
account of the attraction of conservative 
and liberal thinking, as well as that of the 
'green' positions and of alternative mod-
els of living and working. Thus, the un-
ions cannot ignore the fact that many 
employees are in favour of the decen-
tralization of work, of greater freedom in 
working time, and of the removal of a 
strict separation between work and 
home.3 It may be recalled that the Ger-
man unions have expressed their oppo-
sition to decentralization and tele-home-
work several times. As recently as 
March 1986, the convention of the salar-
ied employees of the Industriegewerk-
schaft Metall passed a motion to call on 
the board of the union to influence the 
federal and State governments against 
the possible spread of telework.4 
The proposal of the Dutch trade uni-
ons to set up, with the support of the 
government, 'Technological Advisory 
Centres' (TAP) to disseminate knowl-
edge and experiences5 has met with 
strong opposition from the Association 
of Dutch Employers (VNO). The employ-
ers object to government financing for 
an activity which is of interest only to the 
workers, and fear that the TAPs will 
claim free access to firms in order to 
carry out research, as is reported to be 
happening in the Federal Republic of 
Germany where similar centres are al-
ready in existence.6 
Alternative proposals have since 
been put forward and common agree-
ment has developed on the setting up of 
a 'Common Support Institute for Works 
Councils in Matters of Technology' 
(GBIT), which should be a technological 
twin institution to the existing 'Common 
Support Institute for Works Councils'. 
This is in turn part of the tripartite Sticht-
ing voor de Arbeid (Foundation for La-
bour). 
Meanwhile, the Dutch Trade Union 
Federation FNV continues with its own 
activities of research and information on 
new technologies. Two initiatives can be 
mentioned: one is the publication of a 
manual called 'Working better with 
screens', to help employees to organize 
their work as well as possible and in ac-
cordance with the legislation on work 
1 Replaced in 1986 by the new Cooperation 
Agreement. See Social Europe, No 1/1987. 
2 Briefs, U., 'Die informationstechnologische Ent-
wicklung und die Zukunft von Arbeit und Ge-
werkschaften', WSI-Mitteilungen, No 3, 1986. 
3 Klose, H.U., Müller, M. (eds.), Strategien ge-
gen Arbeitslosigkeit. Naturzerstörung und En-
tfremdung, 1986. 
4 Nachrichten zur Wirtschafts- und Sozialpolitik, 
No 4, 1986. 
5 See Social Europe, No 3/1986. 
6 Van Der Vaart, S.P., 'Technologiesteun voor 
bonden: "wordt vervolgd"', Het Financieel Dag-
blad, 22 July 1986. 
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environment;' the second initiative is a 
technology project in 20 firms in the 
banking, insurance and retail sectors, in 
order to make an inventory of automa-
tion developments to be used to design 
a strategy for the trade unions. 
On screens again, the Danish Na-
tional Union of Clerical Workers, (HK) 
demands that the 30 000 visual display 
terminals to be bought for central gov-
ernment administration in the next 10 
years should be of the low radiation 
type. The union wants a thorough inves-
tigation of the radiation hazard, and ref-
ers to the situation in Sweden, where 
the government accepted that employ-
ees should approve of new VDUs. 
Some local technology agreements 
signed in Danish organizations state 
that pregnant employees can be ex-
empted from working with VDUs if they 
so wish. 
2. Collective agreements 
and labour disputes 
The protocol statement on industrial 
relations, signed in Italy in December 
1984 by the Stateholding IRI and the 
trade unions,2 was renewed in July 1986 
after a trial period. The agreement fixes 
procedures and mutual guarantees be-
tween IRI management and unions, with 
the aim of reducing conflicts and pro-
moting the development of companies 
within the group. It Is based on a system 
of information and consultation, so that 
unions participate in the design and 
implementation of the industrial and la-
bour policies of the group in all phases. 
The renewed agreement confirms the 
system of committees with a fifty-fifty 
representation of employers and uni-
ons; one of their main tasks is the eval-
uation of strategic decisions and major 
innovation projects, all to be discussed 
before being implemented with particu-
lar regard to their effects on employ-
ment, training and skills. The commit-
tees, although their suggestions and 
evaluations are not mandatory, may pro-
pose alternative policies and have the 
institutional task of drafting proposals 
for labour policy, industrial relations and 
the labour market. The members of the 
committees are granted special informa-
tion rights, which include: information on 
the market forecasts of the companies 
concerned; information on the planned 
investment and divestment by sector, 
area and company; information about 
the main programmes of technological 
and organizational innovation by sector, 
area and company. Moreover, prelim-
inary information has to be supplied to 
the trade unions when major technologi-
cal innovations are planned, if they in-
volve changes in work organization or 
work schedules. Another task of the 
committees is to settle conflicts by con-
ciliation and agreement, avoiding as 
much as possible, strikes and recourse 
to labour tribunals. 
In this respect, a recent application 
of the agreement concerned a conflict at 
a metalworking factory at Terni. The 
committee concerned intervened to dis-
approve of the strikes, because the 
shop stewards had not implemented the 
consultation procedure as laid down in 
the agreement, which provides for a 
three-day period of consultation with 
management before a strike is declared. 
A similar protocol statement was 
signed in September 1986 by the trade 
unions and the Stateholding EFIM. Con-
sultation committees are to be es-
tablished, with a composition and tasks 
similar to those of the IRI agreement. 
Since EFIM is having to contend with 
serious industrial crises in some of its 
industries, this agreement may mark an 
important turning point in unions' atti-
tudes towards the management of sec-
toral crises. 
Still in Italy, several national collec-
tive agreements for the private sector 
have been concluded or are approach-
ing conclusion. They all contain clauses 
on information rights, with special em-
phasis on technological innovation. 
Among those which have been con-
cluded, the agreement for the printing 
and publishing industry centres on three 
main issues: a reduction in working 
hours to 38.5 hours a week, an increase 
in wages, and the establishment of infor-
mation rights on technological innova-
tion, with special regard to information 
technologies. Both agreements in the 
chemical industry, concerning respec-
tively public and private employers, refer 
to information rights and industrial rela-
tions. The agreement with the public 
employers' association ASAP, signed in 
July 1986, establishes a national com-
mittee with representation of unions and 
employers on a fifty-fifty basis, along the 
lines of the IRI protocol. In the private 
chemical industry, where trade unions 
obtained a reduction in annual working 
time in exchange for more flexible work-
ing schedules, 'information clauses' 
were included in the agreement, provid-
ing for prior information and discussion 
in joint committees of all innovations 
having consequences for manning lev-
els and work organization. These will 
apply to all firms employing more than 
500 workers, and local unions will be 
entitled to assistance from external ex-
perts in the discussion. Moreover, a 'na-
tional observatory' is to be set up, with 
experts representing employers and 
unions, to make periodical assessments 
of production and employment trends in 
the industry. Finally, a more specific 
agreement has been signed by unions 
and private employers in the oil industry, 
under which unions and employers will 
meet periodically to discuss market 
prospects, employment trends, health 
protection at the workplace, training pro-
grammes and the foreseeable effects of 
innovation programmes.3 
In Belgium, a national interprofes-
sional agreement was signed in Sep-
tember 1986, after 10 years during which 
such agreements no longer formed part 
of the system of industrial relations. It 
covers three main items: training for 
young workers (part-time work/part-time 
training programmes as possible ways 
of absorbing youth unemployment); em-
ployment (wage moderation combined 
' Burringh, E., Beter werken met beeldscher-
men, Stichting FNV Pers/Uitgeverij Raam-
gracht, Amsterdam 1986. 
2 See Social Europe, No 3/1985. 
3 Information about the agreements under con-
clusion when this survey was being prepared 
will be provided in the next issue. 
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with reduction of working time and 
compensatory recruitment); and some 
recommendations to the government. 
Among the latter, the Introduction of new 
technologies is mentioned, only in so far 
as they make reference to collective 
agreement No 39 and ask the govern-
ment to carry out an assessment of the 
social consequences of the introduction 
of new technologies. 
In October 1986, the Belgian Chris-
tian Union (CSC-Confédération des 
Syndicate Chrétiens) published an 
analysis of the strikes which occurred in 
1985. This was the first time that a signi-
ficant number of strikes which can be 
considered to express opposition to the 
introduction of new technologies was 
recorded. These can be found among 
the strikes on wage issues (20% of the 
total), most of which were precipitated 
by changes in tasks and professional 
profiles; moreover, almost all strikes on 
working conditions (7% of the total) con-
cern changes in work organization. Ac-
cording to the study, one strike in four is 
linked to the difficulties which workers 
face when new production techniques 
are introduced.' 
Some judicial decisions in the Fed-
eral Republic of Germany concerned is-
sues relating to the introduction of new 
technologies. The Constitutional Court 
of the Land of Hessen declared the law 
on the representation and co-determina-
tion of civil servants in the public admin-
istration of the State not to be in accord-
ance with the Constitution of Hessen. 
The law gave shop stewards a power of 
veto when the introduction of new infor-
mation technology was planned.2 
In another case, the Federal Labour 
Court prohibited the installation of con-
trol machines at welding units, that indi-
cate the number of items produced in a 
given time. The court argued that such 
installations generate a feeling of being 
controlled and supervised, which is 
against the basic rights of the individu-
als.3 
'Les grèves en 1985', Service d'Etudes CSC et 
ACV, Vakbeweging/Syndicalisle CSC. No 267, 
25 October 1986. 
Frankfurter Rundschau, 2 May 1986. 
Frankfurter Rundschau, 19 February 1986. 
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The disputes in the press continue 
in the United Kingdom. In the conflict 
opposing the print unions and the News 
International Group,' after the refusal by 
both unions concerned of the compen-
sation offer from the Group, the unions 
continued their mass-picketing of the 
Wapping plant and stepped up their 
campaign for a boycott of the NI titles. 
The continuation of the conflict pro-
duced further disagreements within the 
trade union movement, with the NGA 
(National Graphical Association) del-
egates voting unanimously at their an-
nual conference to seek the expulsion 
of the electricians' union (EETPU) whose 
members ensure the operation of the 
Wapping plant. Other newspapers 
reached agreements in a quicker and 
more conciliatory way. Journalists at the 
London Standard achieved a pay and 
technology agreement which includes a 
year-long strike-free deal plus a clause 
preventing journalists taking over the 
work of printers. Besides the general 
pay rise, the agreement gives a UKL 15 
a week payment to journalists who be-
come familiar with new computer-based 
technology and write on screens. 
Management will not be able to 
make editors move to direct inputting of 
material, thus safeguarding traditional 
print union jobs. 
Also the Daily Telegraph reached 
agreement with its production unions at 
the new printing plant in East London. 
Under the terms of the agreement, there 
will be a 60% reduction in manning 
levels and binding arbitration. 
The new plant will be operated by 
670 workers, compared with 1 680 in the 
old Fleet Street plant. All disputes will 
be dealt with by a joint committee of un-
ions and management and, if agreement 
cannot be reached, arbitration will be 
used. 
The computerization of the daily 
press goes on also in other countries, 
albeit with fewer conflicts than it is gen-
erating in the UK. The largest Belgian 
French-speaking newspaper, Le Soir, is 
in the process of computerizing its edit-
ing and composing rooms. A project of 
technological change has been studied 
for two years, as well as the choice of 
equipment and software best adapted to 
the needs of the newspaper. As a result, 
journalists will input their work directly 
into video terminals. So far, no negative 
impact on employment has occurred; 
retraining programmes have been envi-
saged for workers made redundant by 
the new technology. 
In Denmark, after the major changes 
that have taken place in the printing in-
dustry, the prospects for the printers are 
improving. The trade has now an unem-
ployment rate as low as in the early 
1970s. In July 1986, the printing union 
had 9 000 members of which 3.6% were 
unemployed. However, the number of 
printers enrolled in the union 10 years 
ago was 12 000.2 
III. Studies and 
research on social 
effects of new 
technologies 
1. Diffusion of information 
technology 
In the United Kingdom, the Policy 
Studies Institute published a new report, 
on the diffusion of microelectronics in 
UK industry, using the same sample of 
firms as their first study in 1981. Accord-
ing to the report, 53% of all factories are 
now using microelectronics compared 
with 39% in 1983 and 21 % in 1981. More 
factories use the technology in pro-
cesses than in products — 49% of fac-
tories use microelectronics in pro-
cesses compared to 13% for products. 
The report suggests that between 1983 
and 1985 86 000 jobs were lost in manu-
facturing as a result of the introduction 
of microelectronics.3 
A boom in the production of compu-
ters has been reported in the Federal 
Republic of Germany. In 1985 the pro-
duction of computers increased by 25% 
over the previous year; the growth over 
1980 has been 132%. From 1980 to 
1985 the number of people employed in 
the computer industry increased from 
57 000 to 73 000.4 Moreover, the Institut 
der Deutschen Wirtschaft published 
some figures that run counter to the 
widespread German opinion that the 
country lies behind in the production 
and application of new information tech-
nology. For instance, the German ma-
chine-tool industry produced in total 
10 614 computer-aided machines, i.e. as 
many as the USA, UK and France to-
gether. In the use of robots, the Federal 
Republic of Germany holds second 
place In a comparison with France, the 
UK, Japan and the USA, having 10 ro-
bots per 10 000 employees in manufac-
turing.5 The FRG is however behind in 
other fields, such as banking automa-
tion .since there are only 2 700 ATS's in-
stalled, as compared with more than 
7 000 in both the UK and France.6 
To map out the renewal of technol-
ogy in Danish industry, the Industrirådet 
(Council of Industry) carried out a survey 
among its members in April-May 1986. It 
found that: half of the companies have 
made considerable investment in new 
process or production technology in the 
last year and 70% have plans for new in-
vestment in the next year; in about one 
third of the companies which have in-
vested, problems of unexpected magni-
tude have emerged in the implementa-
tion of the new technology; lack of quali-
fied labour makes the use of new tech-
nology difficult in many companies.7 
Difficulties in introducing new tech-
nology in Danish firms were found also 
by a study carried out by the Depart-
ment for Labour Psychology at the Tech-
nological Institute (Afdelingen for Ar-
' See previous issues of Social Europe. 
2 Aktuelt, 23 August 1986. 
3 Microelectronics in industry: Promise and Per-
formance, Policy Studies Institute, 1986. 
' DIW-Nachrichten, 29 May 1986. 
5 Frankfurter Rundschau, 7 February 1986. 
8 Frankfurter Atigemeine Zeitung, 20 June 1986. 
' Ny teknologi-forskning og udvikling. Resultater 
fra et rundsporge i industrien, Copenhagen, In-
dustrirådet, May 1986. 
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bejdspsykologi ved Teknologisk Insti­
tut). The study found that introduction is 
not as easy as management wish or 
suppliers promise. Neither are the ad­
vantages of the new technology to the 
employees and the company altogether 
clear. Work organization proved to be a 
crucial factor at the time when the tech­
nology is introduced, and the report 
suggests that the participation of the 
employees and of their representatives 
in the decision­making process from the 
very beginning is of vital importance to 
obtain good results.' 
The French 'Groupe de Stratégie in­
dustrielle' (Industrial Strategy Group) 
prepared a report on the diffusion of 
new technology in France, focusing on 
microelectronics, micro­informatics, new 
materials and biotechnologies. In all 
cases, the report found that, in spite of 
the rapid diffusion of these technolo­
gies, France remains behind in compar­
ison to the other industrial countries, 
both in the development of supply of 
high technology products (which has 
adverse effects on the balance of trade), 
and in the utilization of new technolo­
gies (which has negative effects on the 
competitiveness of French firms). The 
report puts forward a large number of 
proposals, some general and some 
specific to particular industries. Among 
the general proposals, the report 
stresses the need to adapt technologi­
cal information to the requirements of 
SME, the need for a public procurement 
policy which encourages the creation of 
an information technology market, the 
need to strengthen initial training for a 
number of 'new' professional profiles 
and to open up training in informatics to 
students with a non­scientific back­
ground. Firms should also increase their 
efforts in vocational training. Finally, the 
social dimension of new technologies is 
dealt with, by proposing the participa­
tion of the employees in technological 
projects, and awareness activities for 
the general public. It may be observed 
that the proposals on public procure­
ment policy run counter to recent gov­
ernment decisions in this field. 
The Hellenic Computer Scientists 
Association carried out a market re­
search on computer equipment in 
Greece. The value of total installed 
equipment (mainframes, mini, super­
micro and microcomputers) is rather 
evenly distributed between the private 
(52.3%) and public (47.7%) sectors; 
however, in terms of installed units, the 
majority of mainframes are to be found 
in the public sector (61 %), while the pri­
Lo­Nyt, 21 August 1986. 
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vate sector holds the large majority of 
minis, supermicros and microcompu-
ters. In terms of market shares, IBM 
holds almost half (45.2%) of the Greek 
market, while the rest is shared out be-
tween several producers, all, with the 
exception of Sperry Univac, having less 
than 10% of the market. As far as utiliza-
tion is concerned, the largest number of 
computers (31.5%) can be found in 
commerce, followed by manufacturing 
(23.9%), services (12.1%) and banking/ 
insurance (9.5%). The latter, however, 
accounts for the greatest share (26.2%) 
in the total value of installed equipment.' 
To celebrate the 25th anniversary of 
the installation of the first robot in Bel-
gium, an exhibition and a colloquium 
were organized in September 1986 by 
ISIR (International Symposium on Indus-
trial Robotics). According to a paper 
presented by the Institut belge de robo-
tique et d'automatique (Belgian Institute 
of Robotics and Automation), about 960 
robots are currently installed in Belgium, 
two thirds of which in the automobile 
sector; 56% of robots come from Eu-
rope, 35 % from the United States of Am-
erica and 9% from Japan. Additional in-
formation is provided by a special issue 
of the Bulletin Athena? 
Belgian industry is third, after 
Sweden and Japan, in a ranking which 
relates the number of robots to the vol-
ume of production; however, the high 
rate of robotization of the automobile in-
dustry is not matched by a similar de-
gree of robotization of other industries, 
such as engineering and plastics, des-
pite the importance of these industries 
in the Belgian economy. Moreover, a 
significant difference emerges between 
large and small-scale enterprises: the 
latter are much more reluctant to use ro-
bots, due not only to the size of the in-
vestment required, but also to the lack 
of adequate training of the managers of 
SME in new technologies. 
A much lower degree of diffusion of 
robots emerges, on the contrary, from a 
recent Spanish study.3 The study points 
to the scant use of robots in Spanish in-
dustry as compared to other European 
countries and thus to the potential for 
tremendous growth of the Spanish mar-
ket. As far as supply is concerned, 
several multinational firms are present 
on the Spanish market, and recently the 
first robots developed and manufac-
tured in the country have made their ap-
pearance; this seems to indicate that 
the basic technology is now available. 
The Spanish market is expanding 
more rapidly in computers. According to 
the latest estimates, the sales of the 10 
largest companies increased by over 
30% in 1985. As in other countries, mar-
ket leader is IBM, with a strong competi-
tion, particularly among European com-
panies, to occupy the next places. 
Among the top ten, only one national 
company is recorded, namely Secoinsa, 
in which, however, the Japanese Fujitsu 
now holds the majority of equity. A sub-
market of special importance is that of 
professional microprocessors, of which 
52 000 were sold in 1985, a figure that 
puts Spain in sixth place in Europe. 
Three companies, of which only one Eu-
ropean, share more than half of the mi-
croprocessor market, and no Spanish 
company is recorded among the main 
producers. The growth of the market for 
software and services is also of import-
ance; even in 1985, the value of software 
and services for microprocessors was 
twice as high as the value of hardware." 
Microcomputers are far less wide-
spread in Portugal. According to market 
research carried out by Emitel, more 
than 93% of companies and organiza-
tions did not have microcomputers in 
1985. The low development of the mar-
ket Is attributed to the existing systems 
of business organization, the lack of 
credit availability and inadequate infor-
mation from the suppliers. Nine produ-
cers dominate the market, accounting 
for 70% of all installed micros. Micro-
computers are used mostly for manage-
ment functions (64%), followed by auto-
mation (28.5%), while training and edu-
cation and scientific research account 
for small percentages of use (4.2% and 
3% respectively). As far as sectoral use 
is concerned, two thirds of micros can 
be found in trade and services, and in 
manufacturing industry. From the supply 
side, most of the major hardware produ-
cers worldwide are present on the Por-
tuguese market, in spite of its small size. 
Of the top ten companies, eight are sub-
sidiaries of multinational firms and only 
two are national companies which distri-
bute products of foreign firms. Compu-
ter services firms are hard to identify, 
since they generally supply a number of 
diversified services and consulting activ-
ities. Software production by independ-
ent firms is almost non-existent and 
only three of the main service firms can 
be strictly considered software houses.5 
On the occasion of the 1986 Interna-
tional Office Automation Fair (SMAU), 
held in Milan (Italy)'m September, the or-
ganizers published a survey of the mar-
ket for information technologies in Italy. 
In 1985, total sales of hardware and soft-
ware on the Italian market showed a 
26.6% increase over 1984. About 240 
hardware suppliers were recorded, and 
concentration in this segment of the 
market seems to be decreasing, in so 
far as the market share of the top seven 
suppliers was 74% in 1985, as com-
pared to 79% in 1983. The rate of growth 
of the hardware market was 21 %. On 
the other hand, the market for software 
and services grew by 31.1 % in 1985; the 
number of suppliers recorded in the sur-
vey was 2 850, and employment is cal-
culated to have reached 37 000 units 
(the estimated number of employees 
was 34 000 in 1984). 
The conditions for the emergence of 
new firms in the computer services sec-
tor have been studied in the Nether-
lands by a graduate student at the Uni-
versity of Nijmegen, M.W. L. Dingenouts. 
By examining a relatively large sample 
of newly created firms, he found that 
many start off with little initial capital (half 
of the firms started with less than HFL 
10 000); they have a small number of 
fixed clients (2 or 3 on average) and they 
' Market research for electronic computers, Ath-
ens, Hellenic Computer Scientists Association, 
1986. 
2 Gorez, R., 'Robotique: bilan et perspectives'. 
Bulletin Athena, No 23, September 1986. 
3 Angulo, J.M., No, J., Robotica, Madrid, Paran-
info, 1986. 
4 El Pais, 12 November 1986. 
5 For a general description of the new technology 
situation in Portugal, see New technology and 
social change, Supplement to Social Europe, 
1987. 
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sell their services predominantly in the 
region where they are located. Newly 
created firms are mainly active in four 
fields: programming for specific applica­
tions, consultancy for advanced tech­
niques, office automation, and data 
bases. They are less present in more 
advanced fields, such as CAD and 
CAM. The profile of newly created firms 
suggests that they may have problems 
of survival, as the market becomes more 
crowded; in order to maintain a compet­
itive position, they should increase their 
turnover, invest in innovation, specialize, 
and build up a position on the export 
market.' 
Still in the Netherlands, a study car­
ried out by the market research bureau 
Heliview shows a low level of computeri­
zation of administrative functions in the 
private sector in 1986. The degree of 
computerization is the highest in ac­
countancy (63%), followed by stock con­
trol, cost control, purchases and sales 
(43%). Much lower degrees are re­
corded in production planning (21 %) 
and maintenance control (11 %). All func­
tions, and particularly the least auto­
mated ones, are expected to increase 
their degree of computerization sub­
stantially in the next two years. Another 
issue examined in the survey is the de­
gree of integration of computerized func­
tions: only 24% of firms using in­house 
computers have administrative functions 
totally integrated; at the other extreme, 
in 47% of such firms the functions are 
not integrated at all.2 
2. Employment 
In July 1986, the Dutch Minister for 
Social Affairs and Employment pre­
sented to Parliament a memorandum on 
'Information technology and employ­
ment'. It gives an overview of the results 
of studies recently completed on the ef­
fects of the application of information 
technology in firms. Many studies point 
to the labour saving effects of technol­
ogy. However, it is also shown that the 
use of information technology helps 
firms to reduce costs and that flexible 
automation enables firms to improve the 
quality and enlarge the range of their 
products, thereby creating additional 
demand for hardware, software and ser­
vices. In the long term, these factors are 
expected to have beneficial effects on 
employment. The structure of qualifica­
tions is expected to change, with a shift 
towards higher levels on the profes­
sional ladder. Routine manufacturing 
jobs are forecast to decline sharply.3 
In France, a survey carried out by 
BIPE (Bureau d'information et de prévi­
sions économiques) for the APEC (As­
sociation pour l'emploi des cadres) in 
353 firms using automated production 
equipment, came to the conclusion that 
since 1980 automation had had little ef­
fect on employment levels. On the other 
hand, in the last 15 years 57% of the en­
terprises experienced a reduction in 
employment. The introduction of auto­
mated equipment brought about 
changes in the structure of the enter­
prises and in job content. New coordi­
nation and management functions have 
emerged, and often the firms had prob­
lems in finding suitably qualified person­
nel for these functions. As far as middle 
management specifically is concerned, 
two thirds of the firms surveyed re­
cruited for tasks directly related to the 
automation of production, particularly for 
computer­assisted production manage­
ment and for product development. The 
managers to be recruited are required to 
have some experience in automation 
and some knowledge of the specific 
sector; moreover, they are sent for spe­
cific training organized by hardware 
producers. 
As far as total employment is con­
cerned, BIPE argues that industrial em­
ployment is a function primarily of the 
output level, while technology is of sec­
ondary importance. This conclusion is 
based on two observations: first, pro­
ductivity gains induced by information 
technology are not greater than those 
obtained in the period of high growth 
(the annual rate of productivity growth 
was 4.6% in the period 1963­73 and 
3% from 1974 onwards); secondly, new 
technologies maintain employment le­
vels in the production of equipment 
goods and in certain user branches. In 
the last few years, some manufacturing 
branches have even increased employ­
ment, and these are precisely the 
branches which have maintained their 
investment level. To the year 2000, BIPE 
estimates that employment creation in 
industry will be greater than employ­
ment losses. 
Rather optimistic evidence emerged 
also from a number of employment sur­
veys in the UK. A report from Strath­
clyde University suggests that few major 
job losses have occurred in manufactur­
ing industry because of new technology. 
The technologies studied included com­
puter­aided design, flexible manufactur­
ing systems, computerized typesetting, 
and centralized computer systems with 
satellite visual display systems. Based 
on interviews with managers and work­
ers in 42 companies, the report found 
little evidence of worker resistance to 
new technology. Training was often 
seen by companies as a nuisance and 
expense rather than an important part of 
the installation process. Most of the 
workers thought their work had either 
become more skilled or that their skills 
were unaffected by the introduction of 
new technology.4 
A major survey of private and public 
sector employers carried out by the In­
stitute of Manpower Studies for the Oc­
cupational Study Group concluded that 
the size of the overall workforce is un­
likely to change significantly over the 
rest of this decade. However, major 
qualitative changes are expected to oc­
cur. Employers' central thrust is towards 
improved work performance, greater 
knowledge Intensity, multiple skills, in­
nate attributes and greater flexibility. 
This applies particularly to management 
and professional staff.5 
' 'Geen continuïteit starters in dienstverlening', 
Automatiserings Gids, 4 May 1986. 
2 Brogt, J.W., 'Achterstand wordt nu snel inge­
lopen', AG­Report, September 1986. 
3 Ministerie van Sociale Zaken en Werkegelegen­
heid, Informatietechnologie en werkgelegen­
heid, Den Haag, June 1986. 
4 Simpson, D., Love, J., Walker, J., The effect ol 
new technology on work, Strathclyde University, 
Fraser of Allander Insitute, 1986. 
5 Rajan, Α., Pearson, R., UK occupation and em­
ployment trend to 1990, Butterworth, 1986. 
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Two studies just completed provide 
an overview of the employment situation 
of university graduates in Spain. First, a 
study of the Fundación para el Desar-
rollo de las Comunicaciones, Fundeseo 
(Foundation for the Development of the 
Social Function of Communications) 
and of the Escuela Técnica Superior de 
Ingenieros de Telecomunicaciones (Uni-
versity School for Telecommunications 
Engineers) on the supply of and de-
mand for engineers and university grad-
uates in electronics, computer science 
and telecommunications, estimates a 
deficit of 12 820 graduates over the pe-
riod 1985—88. This results from a sup-
ply of 8 430 and a demand of 21 250. 
The largest deficits are expected in tele-
matics engineering and software tech-
nology. Moreover, a qualitative discre-
pancy is found between company re-
quirements and the knowledge provided 
in university education. 
The second study, by the Ministry of 
Education and Science,' is broader in 
scope as it covers all university disci-
plines, and analyses separately the de-
mand of industrial and services firms, 
and of public administration. In the pro-
duction sector, the share of graduate 
employees in jobs related to information 
technology is still quite small (telecom-
munications engineers account for 3.1 % 
and computer science graduates for 
1 %); they can be found mostly in larger 
firms. From the point of view of growth in 
demand, however, the jobs related to 
computer science are second only to 
commercial jobs. Moreover, they are 
better paid than other jobs; experience 
is demanded, while qualifications may 
have been obtained in a wide and varied 
range of disciplines. On the other hand, 
the share of scientific and technical 
graduates going to work in public ad-
ministration is much smaller than in 
firms: this may point to a lower degree 
of utilization of information technology, 
but also to the fact that the demand from 
public administration is far less specific 
than that of the private sector. Finally, 
the study points out that computer 
science know-how is fundamental in 
complementing graduate training, espe-
cially that of economists and engineers. 
' Secretaria de Estado de Universidades e Inves-
tigación, El mercado de trabajo de los titulados 
universitarios en España, Madrid, Ministerio de 
Educación y Ciencia, 1985. 
94 
NEW TECHNOLOGY AND SOCIAL CHANGE 
The Danish EDP (data processing) 
workers trade union, Prosa, carried out a 
survey among the approximately 500 
EDP assistants who graduated in June 
1986. The survey shows that three out of 
four acquired a job soon after gradua-
tion. According to Prosa, this indicates 
that the present supply of assistants is 
sufficient to satisfy the need for this 
category of computer staff, and contra-
dicts the demand of the Employers' As-
sociation DA to have the capacity of this 
kind of education enlarged substan-
tially.' 
Nevertheless, public employers ex-
perience great difficulties in holding on 
to their computer staff, because the pri-
vate sector offers considerably higher 
wages. Counties and municipalities re-
port problems in this respect. For exam-
ple, the county of Frederiksborg loses 
every year about 20% of its computer 
staff and now has to hire consultants to 
fill the gaps. Also the municipality of 
Copenhagen lost 57 out of a total of 175 
computer staff since the beginning of 
1985. On average, the staff in the com-
puting centre stays with the municipality 
for three years. Even the Data Process-
ing Centre of Defence loses people to 
private companies and has to hire con-
sultants at much higher salary rates.2 
Still in Denmark, The Labour Market 
Board (Arbejdsmarkedsnaevnet) of Vejle 
county made a forecast of employment 
in the office sector to the year 1991, in 
which 41 companies participated. A de-
crease in the number of clerical staff is 
expected, affecting largely women, while 
their tasks are expected to be taken 
over by people already employed in the 
companies. The amount of work will in-
crease but this will not mean more em-
ployment; a closer integration of work 
functions will continue to be an import-
ant effect of the use of computer tech-
nology.3 
A report on automation and employ-
ment in the wholesale trade was pub-
lished in the Netherlands in July 1986.4 
In 1985 more than 50% of firms had 
computerized their administrative func-
tions and another 20% planned to do 
the same. The automation of storage is 
expected to have labour saving effects: 
so far, some 100 000 people working in 
this branch have been confronted one 
way or another with automation; their 
number is expected to increase to 
170 000 by 1988. Nevertheless, total em-
ployment may well increase, thanks to 
the growth in turnover: the report ad-
vances the figure of 330 000 employees 
in 1988, as compared to 315 000 in 
1985. Shortages of qualified staff to han-
dle the automated systems are reported 
by half of the firms: shortages are parti-
cularly felt in management, purchases 
and sales, and administrative functions. 
3. Work organization, 
qualifications and skills 
The study of the Spanish Instituto 
Nacional de Empleo INEM (National 
Employment Institute) on 'Employment 
and training requirements in 1985',5 
contains an analysis of the effects of 
technological innovation on labour de-
mand and on vocational training needs. 
In general, the study indicates that tech-
nological innovation creates a large de-
mand for a great variety of skills. It im-
poses, in the first place, a 'common min-
imum' of know-how and attitudes, com-
mon to a large part of the working popu-
lation. Basic know-how Is required 
in many areas, such as: computers, 
BASIC language, basic information on 
technological Innovation and its main 
social implications, automation, CAD/ 
CAM, flexible manufacturing and 'just-
in-time' systems, as well as a knowl-
edge of English and sometimes French, 
and an introduction to the economy, the 
firm and working life. As far as specific 
professional groups are concerned, the 
study identifies an increase in demand 
for professionals, technicians and the 
like; and for managerial staff both for the 
public administration and for compan-
ies. On the other hand, demand for per-
sonnel in administrative services will de-
cline, as well as demand for traditional 
professional groups, with the exception 
of 'service staff in the hotel industry, 
domestic and personal services, and 
security staff'. Among industrial jobs, a 
decrease In the demand for direct la-
bour in assembly and manufacture is 
expected, while there will be an increase 
in indirect jobs involving maintenance 
and quality and process control. 
In the Federal Republic of Germany, 
two industrial sociologists from the Uni-
versity of Göttingen carried out an em-
pirical analysis of the impact of informa-
tion technology on clerical staff in differ-
ent sectors (industry, banking, insur-
ance, and public services). They ob-
serve that comparisons of statistical 
data over time are not appropriate for an 
analysis of qualifications, since there is 
a structural change going on which en-
compasses the definition of qualifica-
tions. In any event, the main conclusions 
of the study are the following: the ser-
vices sector no longer compensates for 
the losses of jobs in the industrial sec-
tor; the demand for employees with low 
level of skills will continously decrease, 
while the demand for highly skilled staff 
will remain unchanged; however, the on-
going centralization of administrative 
functions will produce a polarization of 
the job structure and vertical mobility 
will become more difficult; women will 
be particularly affected by the negative 
impact.6 
A study on work organization follow-
ing the introduction of new technolo-
gies, published in the Netherlands, ex-
amines in detail two cases of firms in the 
engineering sector.7 Although the lim-
ited number of cases does not allow any 
generally valid conclusions to be drawn, 
the study does provide some interesting 
indications. In both cases, opportunities 
'/t/rtoe/A 5July1986. 
2 Berlingske Tidende, 21 Juli 1986; and 18 Sep-
tember 1986. 
3 /1/f/i/e//, 16July 1986. 
4 Economisch Instituut voor het Midden-en 
kleinbedrijf, Groothandel en werkgelegenheid, 
EIMZoetermeer, 1986. 
5 INEM, Requerimientos de empleo y formación 
profesional 1985, Madrid, 1986. 
6 Baethge, M., Oberbeck, H., Zukunft der Ange-
stellten — Neue Technologien und berufliche 
Perspektiven in Büro und Verwaltung, Frankfurt 
a.M./New York, Campus, 1986. 
' Berting, J., Van Den Braak, H., Technological 
changes in two Dutch factories: Control, flexi-
bility and learning, Rotterdam, Erasmus Univer-
sity, 1986. 
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for individual advancement during work-
ing life appear to decrease, as promo-
tion ladders become more limited. The 
possibility is envisaged that greater in-
ter-generation social mobility will be ac-
companied by decreasing working life 
mobility. Besides this aspect, no evi-
dence was found of a systematic 
downgrading of the quality of work. Old 
types of craftsmanship are increasingly 
being replaced by new jobs and new re-
quirements, which imply autonomy on 
the part of the workers and the ability to 
see one's job as part of an integrated 
network. The two cases show that the 
same technological developments may 
have different consequences, depend-
ing on a number of variables, such as 
the prevailing market conditions, the 
strategic decisions taken in earlier 
stages, and the type of work organiza-
tion. 
The proceedings of the third 'Jour-
nées de Réflexion sur l'Informatique' 
have been published by the Institut d'In-
formatique of the University of Namur 
(Belgium). Title of the seminar was 'les 
informa-g-iciens', and it focused on in-
formation technology professionals and 
their relationship with the users. First, 
the participants examined how profes-
sionals intervene in the processes of 
computerization in the firms, on the ba-
sis of case studies in different sectors; 
secondly, they analyzed the profes-
sional profiles of informaticians and their 
social identity, coming to the conclusion 
that there is not one common profile of 
EDP professionals, but a variety de-
pending on the organization, its pro-
ducts, its technology, and the social and 
technical division of labour. More 
specifically, they addressed issues such 
as the qualifications of informaticians 
and their use in the firms; the social re-
sponsibility of computer professionals 
In a better negotiated development of in-
formation technology and their relation-
ship with the trade unions; the problems 
faced by women in the profession; the 
development of expert systems and the 
standardization and obsolescence of in-
formaticians' work, which is, paradoxi-
cally, the very product of their own tech-
nological achievements. In the conclu-
sions, the need to encourage the crea-
tivity of the users and the social respon-
sibility of EDP professionals were 
stressed.' 
In the Netherlands, the annual salary 
review of Berenschot Informatica, pub-
lished in June 1986, provides some in-
formation on composition and mobility 
of EDP staff. Mobility keeps on increas-
ing, though at lower rates than in the 
past: in 1986 the mobility rate of EDP 
staff was 10.5%, as compared with 6.2% 
in 1984 and 9.6% in 1985. On the other 
hand, the rate of vacancies is still increa-
sing significantly: it went up from 7.1 % 
in 1984 to 11.6% in 1985 and 14% in 
1986. Vacancies are particularly found in 
information management and in system 
development. As far as earnings are 
concerned, the average annual earnings 
of EDP personnel increased by 2% in 
1986 over 1985. Overall, in the past few 
years, their salaries have increased 
much more than those of employees 
and of academics. The percentage of 
women in the profession has remained 
stable since 1981 at about 6.6%; how-
ever, their percentage share can be ex-
pected to increase in the coming years, 
since female employees are relatively 
more numerous in the starting grades of 
the profession (ranging between 10% 
and 17%).2 
The UK Income Data Services pub-
lished a report on secretarial workers 
with word-processing skills. According 
to the report, most of the 48 organiza-
tions in the survey have raised pay 
grades in order to accommodate word-
processor operators or have had to re-
sort to special payments which bypass 
the normal salary structures. The skill 
shortage has benefited temporary staff 
with word-processing skills, many of 
whom are now earning more than the 
permanent staff. Many temporary agen-
cies are now offering skilled staff sick 
pay, holiday pay and long service bo-
nuses to try to attract and keep them.3 
4. Working conditions, 
health and safety 
In July 1986 the British National 
Economic Development Office (NEDO) 
published a report on flexibility based 
on a study carried out by the Institute of 
Manpower Studies in 1985. The report 
confirms a change in working practices 
towards more flexible working in a wide 
range of industry and commerce in the 
UK. Most of these changes have oc-
curred as a result of collective bargain-
ing rather than being imposed on the 
workforce but many were marginal in ef-
fect.4 
The Danish National Union of Cleri-
cal Workers (HK) carried out a survey of 
retailers who have installed cash termi-
nals using laser beam scanners to read 
EAN codes. The union found that work-
ing conditions for terminal staff have 
worsened, because the scanners have 
not been installed properly, and the staff 
has not been trained as it should. The 
new terminals have also induced a 
change in the division of labour because 
stock control is performed automatically 
by the system, whereas previously it 
was done manually by the staff. The old 
system meant more variety in the staff's 
daily work.5 
Studies about the effects of working 
on screens continue to be carried out in 
various countries. Recently, a survey by 
TNO in the Netherlands commissioned 
by the Ministry of Social Affairs and Em-
ployment found that workers spending 
60% or more of working time on VDUs 
show significant fatigue, muscular pain, 
headache and stress. The reasons are 
attributed mostly to the lack of natural 
pauses, especially In typing, and to the 
physical environment, bad lighting etc. 
No eye damage was however traced. 
Working on screens has been the 
subject of several studies also in 
' Berleur, J. et al.. Les inform-g-iciens, Actes des 
troisièmes Journées de Réflexion sur l'Informa-
tique, Presses Universitaires de Namur, 1986. 
2'Verloop onder automatiseerders stijgt minder 
snel dan vorig jaar', Computerworld, 17 June 
1986. 
3 IDS Study 368, Income Data Services, 1986. 
4 Atkinson, J. and Meagher, N., Changing work-
ing patterns — How companies achieve flexibil-
ity to meet new needs, NEDO, 1986. 
i HK-bladet, No 9, 1986. 
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Spain) Problems of vision, posture and 
mental health caused by inadequate uti-
lization of screens have been identified, 
and the measures to be taken have 
been analyzed. The Department for 
Health at Work (Gabinete de Salud La-
boral) of the Comisiones Obreras, hav-
ing observed that there about 300 000 
screens in Spain being used by about 
500 000 workers, has just drawn up a 
law draft to prevent risks to workers' 
health.2 
The proposed bill is largely inspired 
by similar legislation in EEC countries, 
and deals with preventive medicine, pro-
tection of pregnant women, a maximum 
working day on the screen of four and a 
half hours, technical and environmental 
specifications, and protection against 
radiation. 
The Union General de Trabajadores 
UGT has also shown interest in the sub-
ject, and has produced a publication 
giving guidelines to workers negotiating 
agreements and for daily union prac-
tice.3 
Finally, the National Institute for 
Health and Safety at Work (Instituto Na-
cional de Seguridad e Higiene en el 
Trabajo) has collected various papers 
on screens in a publication which in-
cludes also the proposal for a bill on 
risk prevention.4 
1 The first studies were carried out by the CCOO's 
Gabinete de Salud Laboral, Pantallas de visuali-
zaron: criterios básicos de diseno, illumina-
cion y ventilación, III Simposium de Higiene In-
dustrial, 1979, Madrid, MAPFRE, 1980; the most 
recent study is by the Asociación de Medicina y 
Seguridad en el Trabajo of UNESA for the elec-
trical industry (AMYS), El trabajo sobre pantal-
las de visua/izacion. Informe del Programa de 
Investigación, Madrid, 1986. 
2 Gabinete de Salud Laboral de la Confederación 
Sindical de Comisiones Obreras, Proposición 
de ley sobre prevención de riesgos para la sa-
lud en los lugares de trabajo en que se utilicen 
pantallas de visualizacion, mimeo. 
3 UGT, Guia técnica para el trabajo ante pantallas 
de datos (directrices sindicales). Madrid, 1986. 
4INSHT, Nuevas tecnologias y condiciones de 
trabajo. Problemàtica de los trabajadores y usu-
arios de la Informática: el trabajo con pantallas 
de visualizacion de datos. Madrid, 1985. 
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. For the first time, Conclusions have been issued on the subject of in-service 
training for teachers. Five common themes were emphasized to assist the 3,800,000 
school teachers in the Community to cope with the increasingly rapid advances in 
our society: the clarification of objectives in this area; the establishment of a 
consistent, flexible and diversified training supply; the linking together as far 
as possible of in-service training programmes and vocational development projects 
drawn up by those benefiting from them; the development of in-service training re-
sources; improved continuity between initial and in-service training. The Ministers 
called upon the Commission to develop meetings and exchanges in this area. They 
welcomed the comparative study carried out by the Commission on this subject and 
requested that it be widely distributed and regularly updated through the EURYDICE 
network. 
. The Ministers have tackled, also for the first time, the problem of school failure, 
an issue concerning the significant number of educationally unqualified young 
Europeans leaving the school system who have to face an increasingly demanding labour 
market in terms of training. The Ministers for Education called upon the Commission 
to prepare a Communication on this problem containing information on the situation 
in the Member States. 
. The Ministers were, in addition, informed of the development of such programmes as 
the introduction of the European dimension in schools, the promotion of foreign 
language teaching and the measures proposed by the Commission to combat AIDS, cancer 
and drug-abuse, of direct concern to education in their preventive aspects. 
It is important to note the positive and constructive impression given by this Council, 
which enables a decisive move towards a new stage in achieving Community co-operation 
in the field of education. 
This new stage rests on solid foundations built up over 10 years of work from the time 
of the first action programme in the field of education in 1976. 
Three major principles emerge for the future: 
- to make education the spearhead of the People's Europe; 
- to couple the tightening of economic and social links between the Member States with 
the education and training of young people; 
- to exploit the wealth and diversity of the educational traditions present in the 
Community in order more effectively to take up together such challenges as improving 
the quality of training for young people. 
The optimization of the use of human resources is more than ever essential given the 
new targets which the Community has set itself, in particular the completion of the 
internal market by the end of 1992 and the strengthening of economic and social cohe-
sion. What is involved is a quality leap which is important from two aspects: one, 
che means of taking up external challenges and of rediscovering the path of stronger 
economic growth, leading to the creation of more jobs, and the other, the construction 
of a People's Europe. 
The Community today numbers nearly 120 million children and young people under 25 and 
it is they who constitute the life blood of our human resources, the Community's most 
valuable asset. It is vital, therefore, that their education and training should be a 
matter of ever-increasing moment in Community co-operation. 
As previously announced, the editors of Social Europe will in future be giving information 
with each issue on events of importance that have happened since the main review went to 
press. 
On this occasion, we are concentrating on the meeting of the Education Council (and of 
Ministers of Education within the Council) of 14 May 1987. 
Education on course for a People's Europe 
Agreement on the Erasmus Programme 
- The Council and the Ministers for Education, meeting within the Council on 14 May 1987, 
approved the launching of the ERASMUS programme, the European Community's action pro-
gramme in the field of student mobility. 7\fter discussions based on the compromise pro-
posed by the Belgian Presidency according to which financing of 93 MECU would be alloca-
ted to the programme (as opposed to the 175 MECU originally proposed by the Commission), 
an agreement was finally reached on financing of 85 MECU. The 85 MECU covering the first 
three years of the programme will be divided as follows: 10 MECU for 1987/88, 30 MECU 
for 1988/89 and 45 MECU for 1989/90. 
The ERASMUS Programme, the aim of which is to increase student mobility, involves four 
lines of action: the establishment and operation of a European co-operation network 
between universities; direct financial support for students pursuing a period of study 
at a university in another Member State; measures to improve the academic recognition 
of diplomas and study periods in another Member State; and further measures such as 
conferences, intensive courses, ERASMUS prizes, etc. 
- The scale and diversity of the other subjects dealt with in the Council's Conclusions 
also provide a clear indication that a new step has been taken in Community co-operation 
in the field of education. These Conclusions concern: 
. the adoption of an initial programme of Community measures in favour of the educational 
integration of handicapped pupils. The Council of Education Ministers thus allows more 
than 30 million people < + 10% of the total E.C. population) to benefit from additional 
chances for success. The programme encompasses four major themes: the relationship 
between special education and integrated situations in normal education; teacher 
training and parental participation; the development of educational curricula and 
methods; and the study of social and physical barriers to the integration of handicapped 
persons. The contribution of the new technologies and the establishment of a network 
of positive experience at local level are seen as priorities. Information exchanges 
will in particular be assured with the assistance of the EURYDICE network and the 
HANDYNET data base. The programme will cover the period 1988-1991. 
. The pursuit of the Community programme to combat illiteracy. The Ministers recalled 
their common will to combat certain persistent forms of iiTiteracy in our societies 
and adopted the Commission's proposals to continue Community actions in the form of 
a work programme which will cover 1987/88. The programme involves in particular the 
holding of a European colloquium in September 1987 and the organization of a research-
action in pilot schools in several Member States to test some of the measures proposed 
at the level of pre-school, primary and lower secondary education. 
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